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FOREWORD 


From a historical standpoint, formulating, 
planning, and implementing the CIA “second-career"® 
counseling program began with the establishment of 
the CIA outplacement program in February 1958; and, 
because they were-so interrelated, this historical 
effort must also take account of developments in 
retirement counseling and retiree placement. The 
growth of these three activities reflects favorably 
upon the ability of Agency management to recognize 
the need for, as well as to establish in a timely man- 
her, specialized personnel programs to meet changing 
administrative conditions. 

An earlier phase of employee assistance acti-~ 
vities in the Office of Personnel was initiated in 
1955 in the Employee Relations Branch of the Per- 
sonnel. ‘Assignment Division (PAD), but the counseling 
and assistance was largely reserved for newly- 
appointed clerical personnel who, in the Agency ‘s 
final EOD processing, were not able to meet the 


organization's full employment standards. When the 
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outplacement program was established in February 1958, 
these activities along with a female clerical counselor 


were transferred to the Outplacement Branch. 
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THE RELUCTANT RETIREES: OUTPLACEMENT, "SECOND-CAREER" 


COUNSELING, AND RETIREE PLACEMENT, 1957 - 1967 


I. Outplacement-Initial Phase 


The need for an Agency outplacement counseling 
program was discussed during 1957 by Mr. Gordon M. 


Stewart, the Director of Personnel, not only with 


Agency personnel officers, but also with key officials 


in the DDP, DDI, and other components of the DDS. 1/ 
These talks indicated that there were indeed an un- 
determined number of staff officers in the medium 
and higher grades within the Agency who were either 
being carried in excess of Agency needs for the 
skills they represented or else had reached the 
point in their own professional and personal develop- 
ment where it would be désirable for them to find 
employment outside the Agency. 

The obsolescence of skills was caused, in part 
at least, by the rapid growth of the Agency and sub- 
deqient changes in its operational orientation. 
Professional dissatisfaction could also result from 
the nature of intelligence work itself. It was 
believed that there were employees in the Plans and 


Intelligence Directorates who felt that, whereas 


£ 
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their work in the Agency had been rewarding and use- 
ful up to a point, it tended with time to become 
repetitious, lacked challenge, and did not hold 
inviting prospects for the future. The proposal of 
the Director of Personnel for an outplacement program 
reflected an early awareness of what was later to 
become an increasingly important facet of the Agency's 
manpower management role. 

It was apparent that what was needed was an 
administrative procedure that would enable manage~ 
ment to channel those officers who wished voluntar- 
ily to relocate with other Federal agencies, academic 
institutions, or private organizations. An "in-depth" 
analysis of any segment of the employee population 
would have revealed, one can be sure, a number of 
dissatisfied and disenchanted individuals whose 
performance would have ranged from excellent to 
marginal, depending upon the individual officer's 
ability to adjust to his administrative environment. 

While considering the need for the outplace- 
ment program, the Director of Personnel also recog- 


nized the need for and proposed a selection~-out 
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program 2/ which institutionalized a means for Agency 
Management "to identify and release from employment 
persons whose effectiveness was substandard."* As 
time went on these two programs operated quite closely 
together, although the actual character of the out- 
placement program shifted somewhat from Mr. Stewart's 
original concept. Although many other Federal agencies 
had, at the end of World War II, established model 
outplacement programs, their experiences were not 
heavily drawn upon by Mr. Stewart in planning the 
CIA outplacement charter. He envisioned a more 
responsive endeavor to meet anticipated Agency 
needs--particularly in placing senior Agency 


officers within the Federal sector. Accordingly, 


* Although Agency management approved formal selec- 
tion-out procedures and the outplacement program in 
1958, management did not deem it necessary to forma- 
lize a reduction-in-force (surplusing) procedure at 
that time. As a result, for three years the Out~ 
placement Branch informally conferred with the Career 
Service Heads on individual “surplus" cases and fur- 
nished counseling services as required. In February 
1961, | Separation of Surplus Personnel 
(later reissued as [~ sj established Agency pro- 
cedures under which Agency surplus personnel could 
be identified and appropriate administrative action 
taken. . 
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the focal point of the CIA outplacement effort was 
to be at the DCI-Agency level rather than at the 
Office of Personnel level. The parameter of the 
outplacement philosophy was formulated as a result 
of a series of discussions held in late 1957 and 
early 1958 by Mr. Stewart with Mr. Rocco Siciliano, 
the Special Assistant to the President for Personnel — 
Management, and Mr. Joseph Winslow, a subordinate 
of Mr. Siciliano. The White House staffers were 
of the opinion that the heads of the executive 
departments and agencies, under the guidance of 

the White House, would and should be made to 
realize that the acceptance of certain ex-CIA 
people into their ranks would be in the interest 

of the overall Government effort and would in no 
significant way upset or adversely affect given 
personnel programs. 3/ 

These two advisors also offered several ideas 
that hay considered basic to a successful outplace- 
ment program in the CIA, an agency exempted from 
Civil Service rules and regulations. As an “exempted" 


agency, Mr. Siciliano suggested that the first step 


‘tthe CIA should take would be for Agency officials 
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to open discussions with representatives of the 
United States Civil Service Commission (CSC) in 
order to propose the development of a CSC-CIA 
personnel interchange agreement along the lines 
of the CSC-AEC interchange agreement that had 
been approved in May 1957. Such an agreement 
provided immediate eligibility and Civil Service. 
status to qualified "excepted agency" employees 
upon accepting appointments in the competitive 
civil service system of the Executive Branch.* 
Mr. Siciliano also expressed the view that 
once the. Personnel Interchange Agreement was 
approved, the Director of Personnel should -have 
"lists" of names of Agency candidates drawn up, 
along with the names of the Agencies or depart- : 
ments of interest to each, so that the Director = 
of Central Intelligence, accompanied by Messrs. 


Stewart and Siciliano, could discuss the Agency's 


* The question of Civil Service eligibility is 
discussed in a later portion of this report. 
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personnel outplacement activities with the Secre- 
taries of the several departments as well as 
appropriate agency heads. Once agreement was 
reached between these officials, the outplace-_ 
ment officers could advise the individuals con- 
cerned and take steps to complete their trans- 
fers to the receiving seeunieeeion: 

As follow-up, Messrs. Lyman Kirkpatrick, 
Inspector General of CIA, and Stewart had a 
luncheon engagement with these White House staffers 
in December 1957. 4/ They again discussed the 
Agency manpower problems in considerable depth 
reaffirming previous discussions.* Thus, with 
a long-time interest in Agency personnel manage- 


ment, Mr. Kirkpatrick strongly encouraged the 


* According to the comments of Mr. Kirkpatrick 

at the 56th meeting of the Career Council on 

30 April 1959 ol the Director of Personnel had 25X1A 
invited Mr. Siciliano to[_ during the 

Fall of 1957 as part of an Agency orientation 

tour. While there they had discussed the 

Agency's need for both an early retirement 

program and a high-powered executive outplacement 
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Director of Personnel to plan an accelerated re- 
tirement program that would include the develop- 
ment of a mechanism through which the movement | 
(into other organizations) of senior personnel 
who had passed the period of greatest usefulness 
in staff status could be accomplished. With 

the encouragement of these officials, Mr. Stewart 
conceived the idea of the outplacement program 
which was approved by the DCI on 17 February 
1958 following the informal concurrence of the 
entire membership of the Agency Personnel policy 


body - the Career Council.* 


program in order to accelerate the movement of 
senior intelligence personnel into other fields 
of endeavor upon determining that, for various 
reasons, their potential in intelligence might 
be limited. 


* CIA Career Council Membership 1957-58 
Gordon M. Stewart, D/Personnel, Chairman 
Robert! Amory, Jr., DDI, Member 
Lawrence K. White, DDS, Member 
Richard Helms, COP-DDP, Alternate for DDP 
Lyman Kirkpatrick, IG, Member 
Matthew Bai ember 

D/Commo, Member 


[tt~—“‘SC#d Executive Secretary, OP 


£ 
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On 17 February 1958, the DCI signed the memo- 
randum (Attachment A) which established formal Per- 
gonnel Selection-Out procedures.* That administra- 
tive document also included the statement "and (in 
meritorious cases) for assistance in obtaining . 
other employment." This etatenent; then, became 
the basic charter for the outplacement program 
which was immediately established in the Office of 
Personnel. 

During these first, formative years, Mr. Stewart 
had considerable personal interest in the development 


of the Agency outplacement program. Under his direc- 


* For some time previous to 1958, the Agency had been 
handling selection-out cases on an informal basis using 
the DCI's termination authority in Section 102c of P.L. 
110. However, under Section 14 of the Veterans’ Read- 
justment Act of 1944, Agency veterans selected out 
could appeal to the CSC. The CSC's critical review, 
during one such appeal case, of the Agency's informal 
administrative termination procedures brought the fact 
home that the Agency needed a formal selection-out pro~ 
cedure that could be clearly supported if the CSC (or 
one of the US courts) should become an appeals body. 

At this time, both the CSC and courts were emphasizing 
the need for agencies to have established formal term~ 
ination procedures so that the reviewing body could 
ascertain that the employee appellant had been given 

a fair administrative hearing. 
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tion, the outplacement officers provided guidance and 
assistance to Agency staff employees who had either 
become surplus to Agency program needs or who for 
personal reasons decided that a long tenure with: CIA 
might not be beneficial either to themselves or to 
the Agency. With respect to Mr. Stewart's basic 
philosophy, he maintained that unhappy employees were 
anti-productive and the long-term benefit to the 
Agency would be to provide outplacement assistance 
for such individuals. He decided that a highly flex- 
ible program was needed and, as Agency officials 
levied various counseling requirements (not only for 
staff but also for contract employees, staff agents, 
military staff agents, etc.) on the outplacement 
program, Mr. Stewart ultimately endorsed the counsel- 
ing of all types of employees including "volunteers." 
For several years, the "volunteers" were, in fact, 
seltrsetenrats and were treated in a confidential 
mafinay: Without concurrence of the employees' Career 


Service Boards. * 


* This type of service was eventually frowned upon 
by top management and the DDS, in 1964, decided that 
all employee "volunteer" clients would have to secure 


the concurrence of their Career Services for outplace- 
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Initially, the Outplacement Branch was assigned 
to the Personnel Operations Division. The three- 
employee staff worked out of the office of the Chief, 

The staff members were: Mr. 


the outplacement officer for governmental 


placements; for industrial and 25X1A 
academic opportunities; and 
psychiatric social worker who handled clerical 
referrals and cases having psychological implications. 
Even though the Director of Personnel strongly 
championed the program from the outset, the outplace- 
ment program got off to a rather poor start, largely 
because of the administrative opposition resulting 


from the linking of the selection-out program to the 


outplacement program in its.charter memorandum. It 


ment assistance. 6/ With respect to "volunteers," 

it was found that when the Career Services were 
advised about the employee's employment interests, 

they we're usually in agreement that such counsel-~ 

ing should have been provided and, if they had been 
asked, they would have concurred. Thus, for the 
record, perhaps the initial "full-service" policy 
should have been more widely broadcast, thus avoid- 
ing any inference of clandestine counseling operations. 
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was therefore certainly understandable that Agency 
officials coneluded that the outplacement program 
was merely an adjunct of selection<out. Agency 
rumors were along the lines of "outplacement for 
selection-out cases only.” 

A restrictive charter was never intended. 
Accordingly, Mr. Stewart, who was firmly convinced 
that the outplacement program should not be limited 
to counseling a single category of employees, in- 
formally directed that the outplacement officers 
undertake an internal publicity campaign to acquaint 
management with outplacement's broadened service 
role; during 1958 and 1959, briefing sessions were 
scheduled with the 22 career service heads. 7/ 
Emphasis was given to the fact that the outplacement 
program had been established to furnish immediate 
assistance to the heads of the career services who 
wished to make referrals to outplacement of all 
types:'of organization employees (rather than only 
staff). _8/ It was also noted that in setting 
priorities for outplacement assistance they would 


be based on concentrated support for those officers 


, with meritorious Agency records. In other words, 


“11a 


A 


; 
Approved For Release 2003/02 Ge ARPP9I0-00708R000200160001-0 


Approved For Release 2003/08 ( Iv A-RDP90-00708R000200160001-0 


while the outplacement officers could indeed work 
with the marginal employees who might be channeled 
through the selection-out procedure, it was stressed 
that the outplacement program was independent and 
was best geared to work with candidates of high 
professional caliber.* 

Mr. Stewart's enlargement of the scope of out- 
placement activity afforded the heads of the career 
services a direct referral system once they had re- 


viewed their manpower assets in light of both chang- 


ing program requirements and changing career interests 
of their staff officers. Unfortunately full advantage 
was not taken of these available outplacement counsel- 
ing services. While a small number of career service 

heads did avail themselves:of this new support service, 
the majority did noe: In fact, Agency reaction to this 


program was, at best, lethargic. Perhaps, this change 


in administrative philosophy was too drastic a switch 


t ; 
from the previous philosophy of permitting terminated 
officers to either “sink or swim" insofar as finding 


post-Agency employment was concerned. 


* See Attachments B and C. 
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During 1958, the first year of the outplacement 
program, a major portion of the outplacement staff's 
time was spent in developing internal procedures; in 
working out viable and rational relationships with 
the staffs of the personnel security and cover pro- 
grams of the Agency; and in exploiting both internal 
and external contacts in an attempt to develop var- 
lous types of employment lead sources. It soon 
became apparent tof sd the Agency 
outplacement officer dealing with US Government 
agencies, that CIA personnel interested in other 
Federal employment would be faced with meeting 
"new entry" (into government employment) require- 
Ments including standing for examinations and the 
attendant long-drawn~out ptocessing procedures. 
(This problem is dealt with in greater detail later 
in this study.) However, another “exempted” agency, 
the AEC, secured in 1957 a Personnel Interchange 
Agreement (PIA) with the CSC under which AEC 
personnel were permitted relatively free movement 
into the competitive service without being subjected 


to the CSC examination process. 
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The PIA was premised upon the CSC evaluation 
and acceptance of the AEC personnel program, an in- 
dependent merit system, as comparable to that of 
the competitive service. Since its inception, CIA 
had also developed a reasonably strong personnel 
merit system which would have met the CSC require- 
ments if the Agency were to become a little flexible. 
As a result, CSC and AEC officials were informally 
contacted several times during 1958. Of primary 
importance was the question of what the Commission 
would expect of the Agency if it were to.approve a 
PIA for CIA. A telephone conversation in March 1958 
between [] and Mr. John Scott, the Commission 
official responsible for coordinating PIA eequseea 
from exempted agencies, quickly revealed that the 
Agency would be faced with the CSC requirement for 
veteran applicants to be granted preference over 
non-veterans._9/ (This had not been an Agency prac~ 
tice as an exempted agency and was to become one of 
two major stumbling blocks for Agency management 
in considering whether or not to seek such an ar- 


rangement.)10/ Discussions were also held with 


‘Messrs. Henry Jenkins and Gordon Swindel, AEC per- 


sonnel officers who had worked closely with the CSC 
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inspectors when they surveyed the AEC merit system 
to determine how well it met CSC requirements. 

The AEC survey took two years, principally 
because AEC was the first Agency to request a per- 
sonnel interchange agreement. CIA representatives 
were also interested to learn that the CSC inspec- 
tors did not have to be granted "Q" clearances 
since they had no need for substantive AEC informa- 
tion of a classified nature. Obviously, protection 


of its sources, methods of collection, and informa- 


tion would be critical in any Agency-CSC arrangements, 


too.11/ 

The CSC requirements were, in reality, quite. 
reasonable in the sense that an evaluation of the 
Agency personnel selection and processing procedures 
could be easily justified, since the CSC only wanted 
to be sure that the CIA merit system was equivalent 
to that of the competitive service. It was explained 
by the:'Commission also that there would be require- 
ments that the Agency recognize vatersita preference 
in hiring new applicants and that vacancies,.for 
which external recruitment was to be undertaken, 


would have to be fully publicized so that "all 
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interested applicants would be informed and, if 
interested, could apply." Indeed, these require- 
ments had been set in stone in the CSC-AEC Person- 
nel Interchange Agreement approved by CSC 10 May. 
1957.12/ (See Attachment D.) 

However, another idea continued to plague 
Agency administrators--that once the Agency had 
entered into a csc interchange agreement, the CSC 
would, or could, for example, levy a requirement 
on the Agency to hire some employees from another 
Agency undergoing a reduction in force. This 
supposition was disclaimed by CSC seoreasntativen, 
but the Gem, once planted, remained. Even though 
Mr. Siciliano had strongly recommended the securing 
of a CSC-CIA agreement, those administrative re- 
quirements that could be levied by the CSC on the 
Agency made Agency management decide against seeking 
such a contract. However, this subject has continued 


t ‘ 
to comé up for discussion from time to time.* 


* Particularly after each signing of an Executive 
Order granting transfer rights to White House employees, 
Legislative and Judicial Branches‘ employees, and, most 
recently, Foreign Service officers. 
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Without a personnel interchange agreement, those 
Agency employees who wished to seek other Federal em- 
ployment would have to go through the regular CSC 
examination process and stand their chances along 
with the general public in being considered and 
selected for other Federal position vacancies. The 
lack of such an agreement naturally had an important 
effect on both the planning and operation of the out= 
placement program. Messrs. Siciliano and Stewart 
envisioned the CIA outplacement program as a high 
level inter-agency placement operation to be handled 
on an individual case basis by the DCI and the heads 
of the agencies to which CIA officers wished to trans- 
fer. The key to the success of these proposed high- 
level arrangements would have been tied into CIA 
securing a personnel interchange agreement which 
would have given the head of the receiving agency 
authority to make an appointment of a CIA officer 
into a competitive service position based upon his 
qualifications and tenure in the CIA maeie system. 
Without such an agreement, agency heads in the com- 


petitive service would not have any sufficiently 


. broad appointment authority to transfer CIA officials 


into the competitive system. 
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(= - | a former Chief of the Outplace- 


ment Branch* has recalled that Mr. Gordon M. Stewart, 
the Director of Personnel, not only took a keen per- 
sonal interest in the initial, informal planning 

phase of the outplacement program, but also maintained 
close rapport with the outplacement officers through- 
out his tenure as Director of Personnel. As a result 


of his long-term exposure to Agency operations, Mr. 


Stewart felt strongly that many of his Agency peers 


would, if they were to leave the intelligence field, 

be interested, on the one hand, in careers in the 
academic world, or, on the other, with large US cor=- 
porations having international divisions requiring 
officers interested in living abroad and: possessing 
specialized linguistic ability and foreign area knowl- 
edges. He often cited stories that he had heard about 
the outplacement successes of MI 5 and MI 6 in their 
Placements of retired British intelligence officers 
into such British-controlled concerns as Lever Brothers, 


Ltd., and other large organizations. 


* [| served’ as Chief, Outplacement Branch from 


‘the program's inception in 1958 until 1966. 
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To a lesser degree, Mr. Stewart also appreciated 
the fact that some officera might prefer to continue 
a governmental type career in another Federal organi- 
zation or even in units at the state and/or local 
levels. In these instances, CIA managerial experience 
and administrative know-how would be among the assets 
that these officers could offer. With these ideas 
in his mind, one can readily understand why the 
Director of Personnel felt that the most realistic 
division of effort in the Outplacement Branch should 
be between academic/industrial placements and govern- 
mental (all levels) placements. Of course, the fact 
that the two senior outplacement officers assigned 
to the program had specialized backgrounds in each 
of these areas, reinforced'this thinking. 

During 1958, the first year of the program, 
this division of effort was tried. It worked well 
insofar as the assignment and completion of initial 
staff ‘work necessary to getting the program under- 
way was concerned. For example, the exploitation 
of industrial and academic employment lead sources 


in no way followed the pattern used in developing 


‘Federal and other types of governmental employment 
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lead sources.* The same was true in ascertaining 
employment standards in these different areas as 
well as in resolving employee~clients' security 
and cover problems and sitiding them toward works 
able arrangements according to such employment 
goals. | 
However, the premise that the individual CIA 
employee=client would be inclined to pursue one 
employment area exclusively was found to be incorrect. 
One finds that Agency professional employees who did 
use the outplacement facilities invariably decided 


to exploit all possible employment areas. (The 


* Governmental employment .opportunities, in all 


jurisdictions, are subject to "conditions of 
employment" requirements (veteran's preference, 
jurisdictional citizenship, examinations publi- 
cized with a lengthy application period suffi- 
cient to permit all qualified citizens an oppor- 
tunity to apply, etc.). Academic and industrial 
institutions, on the other hand, use the "direct- 
hire" approach of offering immediate employment 
to those that meet their educational and experi- 
ence qualifications standards. 
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only exceptions were those cases for which the Office 

of Security specified that certain types of employment -- 
affiliation with various international organizations -~ 
was not acceptable. Rather than continue having the 

two outplacement officers deal with the same emp loyee- 
client, one for industrial/academic and the other on 


governmental employment opportunities, it was decided 


to have both officers develop expertise in all employ- 


ment areas and thus fully service each client's 
employment requirements. This, in the final analysis, 
was the only logical solution. It worked out well, 
and, at the same time, gave the staff more flexibility. 
- Another procedural change was implemented as 
a result of the staff's findings during the first 
years of operation. It was found that employment 
lead data were extremely perishable, and frequently 
sensitive as well. Experience also showed that it 
was GeEeecutt to convince many organizations to 
even eonuider CIA employees as potential candidates 
(largely because of their unknown qualities or 
assets),. To compound the matter, in those cases 


when an official would make available job leads 


‘with the understanding that the outplacement 


. officers would be referring candidates shortly 
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the Agency soon became notorious for the frequency 
with which its potential candidates proved to be 
"no shows."* The impact on the Agency's public 
relations was definitely negative. 

To improve its "image," the outplacement 
officers decided to shift their employment search 
to a client-based effort, with an outplacement 
officer handling his individual client throughout 
the duration of his interest in employment search 
assistance. This approach was highly specialized 
and more time-consuming but also more rewarding 


than the one previously followed. In addition, it 


* By 1958 several hundred Agency officers at the 
GS-13 level had accumulated upward of fifteen years 
of Federal civilian, OSS wartime, or military service. 
It was felt that many of these officers, if they were 
to leave CIA, would have preferred to continue their 
employment affiliation with the Federal Government. 
This premise was based upon the retirement benefits 
available to the CIA employees as members of the 

CSC retirement plan--an assumption borne out later, 
since 'the majority of outplacement clients were 
interested only in Federal employment, even though 
they made inquiries about employment possibilities 

in the academic/industrial sectors. 
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did help to avoid leaving a negative impression upon 
cooperating organizations who were willing to con- . 
sider CIA employees. 

The internal image of the outplacement activity 
also received considerable attention during the first 
half of 1958. In an attempt to dissociate outplacement 
from selection-out programs, personnel officers under- 


took a vigorous internal briefing program. All in 


-all, 22 briefings were held, including 16 presentations 


to heads and members of individual career service 
boards. The practice was also continued in 1959, when 
10 briefings were given. This approach had an impact 
upon the outplacement program, but the effect was 
different from that anticipated. 

It was true that the: original charter was 
somewhat nebulous in defining how far the Director 
of Personnel could go in establishing or extending 
the parameter of this program. But extend it ie. 
did. “Under the selection-out procedures memorandum, 
these personnel procedures were limited to identify- 
ing and taking administrative action on staff person- 
nel. (See Attachment A.) Therefore, “meritorious 
cases" warranting outplacement assistance, therein 


referred to, were limited to staff personnel. How- 
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ever, during the first four years, the Director of 
Personnel administratively extended the outplacement 
charter, on a case-by-case basis, to include all of 
the eighteen different Agency employment categories.* 
Since there was no other administrative 
machinery at this time (1958-60) to identify and 
take action on surplus personnel,** the heads of the 
various career services and other senior officials 
used the outplacement service in an informal way. 
Agency managers began to suggest that certain of 
their employees should voluntarily seek assistance 
in locating other employment. This group then be- 
came the major part of the workload of the Outplace- 
ment Branch. The second largest group of employees 
assisted were those either being selected out 
through the office of the Special Assistant to the 
Director of Personnel or terminated for medical or 


security reasons. 


1 


4 


* Of course, a number of these were handled not only 
at the request of Agency line officers but also at the 
behest of the Director, the Inspector General, the Dir- 
ector of Personnel, and other key officials. 
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Eventually tic employees! "communications 
grapevine" helped to publicize the outplacement 
program which, in turn, helped further to extend 
the parameters of the type of assistance furnished, 
particularly in expanding the clientele base. . 
With the informal concurrence of the Director of 
Personnel, and at the request of program directors, 
case officers, and administrative and personnel 
officers, the outplacement officers began assisting 
contract employees, contract agents, career agents, 
military staff agents, military retirees, civilian 
retirees, and others seeking assistance. Operation- 
ally, the successful handling of each different 


type of employee client presented new and challeng- 


ing administrative problems, not only from a counseling 


standpoint but also because many involved unique 
security/cover considerations. 

There is no question but that the outplacement 
program met, an important need of the Agency. As an 
index of the scope of the outplacement activities, 
the official outplacement annual reports revealed 


a workload for the period from spring, 1958, through 


the spring of 1962 of 1,150 cases--an average of 


approximately 300 new cases each year. 
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From a program administration standpoint, 
employee-client caseload statistics were the best 
measurement of outplacement activities. Year after 
year, Management seemed solely interested in the 
number of external placements made. In view of the 
types of clients handled, the 40-percent (or slightly 
more) average placement rate was indeed respectable. 

Outplacement documents also show that for the 
30-month period from July 1961 through December 1963, 
the outplacement officers worked with 817 clients-- 

157 (19 percent) of whom were carried into calendar 
year 1964 as active cases. Of the balance, 352 indi- 
viduals (44 percent)--166 professionals and 186 clerks-~- 
were placed in other organizations; 118 (14 percent) 
accepted other internal. Agency assignments; 111 (14 per- 
cent) showed no continuing interest in outplacement 
assistance; and 79 (9 percent) resigned or were termina- 


ted before finding other employment. Within this group 


of 817 were 100 employees affected by the "701" exercise.* 


* The "701" exercise is discussed in Section II of 
this report, beginning on p. 34. 
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Of these, 21 accepted other Federal employment; 6 
went to private industry; 3 went into teaching; 35 


accepted Agency reassignments; and 17 retired 


i 


(having sought outplacement assistance to straighten 
on out employment-cover-security problems that might 
confront them if they were to seek employment later.) 
= The 18 remaining employees were retained by the 
Agency until they could qualify for discontinued 
- service retirement needing less than 2 years of 
ea additional service.13/ Outplacement counseling was, 
of course, provided to these employees before they 
a left the Agency. 
Interestingly enough, it was several years 
= after program inauguration before management accepted 
oe the concept that outplacement could not function as 
an employment agency* but should fill a more important 
mn 
oa * Not only did management think of outplacement 


officers as job brokers but so did many employee- 
clients. The question was often asked "where are 
your lists of job vacancies?" with the idea in 
- mind that the client had only to decide what job 
he would like and it would be his. 
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counseling role by working with individuals in 
order to redirect their thinking into how to best 
use or develop their transferable skills and 
abilities in anticipation of entering second- 
career fields. A secondary responsibility was 
to insure that pertinent cover and security 
arrangements were considered in developing Agency 
employment documentation. Finally, once the fore- 
going had been accomplished there was the residual 
responsibility of making selective external employ- 
ment referrals. During the 1958-1962 period, the 
staff of the outplacement service was increased 
from a three-man operation to five professional 
counselors and one secretarial assistant.* ‘The 
outplacement officers conducted in-house inter- 
views, counseling sessions (including a limited 
number in clandestine surroundings), and attempted 


i ’ 


* Largely due to anticipated counseling require- 
ments to be generated by those involved in the 
"701" exercise. 
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to resolve an increasing number of unique cover and 
security problems. * Initially, these problems were 
resolved on an individual basis; but the Outplace- 
ment Branch was eventually able to develop formal 
clearance procedures with the Central Cover Staff 
(CCS) and the Office of Security (OS). Departing 
employees who followed these specified procedures 
could be certain that their job statements would 


be consistent with Agency security and operational 


cover requirements, 
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It soon became apparent that in order for the 
outplacement program to function satisfactorily, it 
would have to have a more responsive, professional 
role in the resolution of the personnel. aspects of 
security and cover problems of its clients. Although 
the Office of Personnel had never previously gotten 
involved in such matters, from time to time it was 
called on to "Dick up the pieces" of a shattered 
cover story and to try to resolve it in some logical 
fashion to the satisfaction of another organization 
and employee. The responsibility for handling tele- 


phonic and written employment reference inquiries 
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rested with the Chief, Transactions and Records Branch 
or his clerical designee. "Routine handling" was the 
best way to describe the discharge of the reference 
inguiries. As a result of inappropriate handling of 
the reference work for several outplacement clients, 
the Chief, Outplacement Branch, recommended to the 
Director of Personnel and the Chief, Personnel 
Operations Division (POD) that Outplacement assume 
full responsibility for these two areas for its 
clients. 

The Director of Personnel informally approved 
this change, recognizing that it was important for 
the outplacement officer to work initially with 
representatives of the Central Cover Staff and Os, 
as well as with the employee, in developing and 
refining a cover story that would be consistent 
with the individual's employment objective and 
which wourd be logically backstopped. In a some- 
what i wilay manner, the outplacement officer was 
able to furnish a professional employment response 
tailored to meet the requirements of the specific 


job to which he had originally referred the employee 


‘client. It followed that, without the CSC personnel 
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interchange agreement, those interested in other 
Federal employment had to file for appropriate 
Civil Service examinations. Because many of the 
Agency supervisors were under cover, the prepara- 
tion of responses to these highly technical CSC _ 
“examination vouchers" (for outplacement clients) 
was also accomplished by the outplacement staff. 
With experienced outplacement officers han- 
dling these support matters, the quality of service 
definitely improved to the benefit of the employee 
client. Furthermore, it was determined informally 
by the Director of Personnel that professional out- 
placement support should be made available to all 
current and former employees GS-12 and above. The 
assumption of these additional chores was indeed 
time consuming, but the additional responsibility 
and experience helped the outplacement program to 


come to full maturity. For the first time in its 


{ e ‘ 
history, the complete responsibility for coordina- 


ting all personnel, security, and cover needs of 
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employees departing the Agency was given to a single 


unit in the Office of Personnel. * 


* This philosophy was ultimately crystallized with 
the publication of 15 September 1961. 


‘The same philosophy was continued in the revision 


of this regulationj 27 April 1965. 
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II. The "701" Exercise 


The development of the outplacement program 
as a "service of common concern" was indeed fortu- 
nate. In the spring of 1962 the Outplacement Branch 


was called upon to lend full support to "second- 


- career" counseling (including developing supportive 


documentation) and to employment searches for exter- 

nal employment opportunities for approximately 191 
operations officers, training officers, and admin- 

istrative and technical support personnel designa- 

ted surplus under the Agency "701" formal manpower 

control program.14/ Although outplacement officers 

had been working with employee clients informally 

referred by career services as surplus to the needs 

of either their programs or those of the Agency, no 

formal administrative machinery had been developed 

to ses wide the problem of handling "surplus" per- 

sonnel until February 1961. At that time, [*) 25X1A 
"Separation of Surplus Personnel" and{ 25X1 
"Separation Compensation" were approved. These two 


regulations not only provided administrative proce- 
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dures, but also established separation compensation, 
schedules for personnel being separated after years 
of clandestine service--personnel for whom job trans~- 
fers would be difficult because of the security ‘re- 
strictions regarding the full disclosure of their 
qualifications. 

With these regulations on the books, it wasn't 
long before outplacement officers found themselves 
counseling many of the employees who faced job termina- 
tion. In May 1961, the Chief, Technical Services Divi- 


sion, DDP, declared surplus a small group of[ | 


Co.) About the same time, the DDS as Head of the 
Support Career Service, declared seven administra- 
tive officers surplus, and, as a result of his 
abolition of the Management Staff, ten management ; 


analysts and five records-management officers. 


The Director of Training placed 13 training officers 
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in this category. The DDP declared 153 Clandestine 
Service careerists surplus in September 1961.* 
These actions made a strong impact on the Out- 
placement Branch. Not only was it necessary to. 
undertake in-depth second-career counseling with 
all of these employees (even those who ultimately 
went into retirement had to be counseled so that 
cover and security problems surrounding their 
Agency employment could be reuslved before they 
left the area for the four corners of the world), 
but also a number of CS employees whose morale | 
had been affected desired to look elsewhere even 
though they were not personally involved in these 
surplus programs. A number of such employees 
sought assistance from the Outplacement Branch, 
but eventually lost interest if no job vacancy 
to their liking became available or if they found 
that they themselves were not to be affected by 


the "701" exercise. 


* Agency administrative considerations on the 
parameter of the "701" exercise are detailed in 


The Htatory of the Specialised Activities Staff, OP. 
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During the "701" exercise, and for some time 
thereafter, the administration of the outplacement 
program increased in complexity as the result of a 
number of administrative factors beyond the staff's 
control. For example, under internal OP arrange-_ 
ments, the outplacement officers found themselves 
working on external employment possibilities ‘for 
the "701" clients simultaneously with Agency place- 
ment officers who were seeking internal Agency re- 
assignment possibilities for the same individuals. 
It soon became apparent that most of these employees 
were primarily interested in remaining with the 
Agency. This personal preference of the clients 
became stronger as soon as the Agency. announced 
that upon acceptance of a reassignment into a lower 
graded position (up to and including three profes- 
sional lower grades) the employee could retain his 
highest salary for a two-year period. 

The Outplacement Branch could not compete 
with this Agency reassignment offer. This was 
especially true with the CS operations officers who 
had such specialized experience that few, if any, 


other Federal agencies or industrial organizations 
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were interested. The exception was the Agency for 
International Development, which hired several Agency 
surplus CS employees. However, in each Bacay CIA 
was required to agree to re-employment rights for 
each one, although few exercised such rights. 

The continuing relationship of an outplacement 
officer with a client was unique even though clandes- 
tine at times. For example, even after some of the 
"70l'ers" had accepted lower-graded Agency reassign- 
ments, they continued to seek external leads from 
the outplacement officers--still hoping for an 
offer equivalent to their prior grade level or even 
higher. Other individuals, after the initial two- 
year salary retention period had been completed in 
an Agency assignment, faced: with a downward salary 
adjustment, also returned for additional employment 
leads outside of the Agency in the hope of finding 
better paying employment. 

6£ the 191 officers declared surplus, 69 


could not be relocated by either. the Placement Divi- 


sion or the Outplacement Branch, and such individuals 
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were eventually terminated and placed under the Agency 
separation compensation plan.* As with the internally 
placed employee clients, the outplacement officers 
continued to offer advice and assistance to its. 
client-employees in this group until either the 
separated officer was placed, found employment on 

his own, or decided not to seek a "second career." 
Interestingly enough, there were cases where the 
lines of communications between a client and his 
outplacement officer were maintained on a voluntary, 
informal basis; and, in a few instances, Agency case 
officers were then able to contact the former 
employees and offer project contracts to some of these 


individuals. 


* In recognition of the fact that officers engaged - 
in clandestine operations would be at a special dis- - 
advantage in making occupational transfers, 
"Separation Compensation" was approved in February 
1961. It established a compensation schedule which 
authori'zed one month's salary for each year of service 
(up to 12 years); salary computation base to be salary 
level held at time of termination. For GS-14's and 
above the salary ceiling was set at the top step of 
GS-14. After initial payment, subsequent bimonthly 
payments were to be reduced-.by the amount of earned 
income, retirement annuity or unemployment compensa- 
tion received. 
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From the spring of 1962 until the end of 1963, 
the See puscement officers spent 41 percent of their 
time working with the "701" clients. The other 
large group of clients were, as mentioned earlier, 
the "volunteers." This latter group required about 
44 percent of the time of the outplacement officers. 
Hdwever, the majority of the clients in both classi- 
fications were primarily inverescca in securing 
other Federal employment, largely because they had 
become adjusted to the governmental way of life and 
their own pay status. Furthermore, with a substan- 
tial investment in the CSC retirement plan, the 
thought of surrendering a reasonably sound pension 
pian was probably highly distasteful. 

In view of this continuing interest in Federal 
employment by the outplacement clients, the Director 
of Personnel suggested that the Executive Officer/OP 
and the Chief/Outplacement Branch, arrange to reopen 
informal discussions with the CSC officials on a 
CIA-CSC Personnel Interchange Agreement . Since 
Congress had limited the granting of veterans’ pre- 
ference to the period prior to July 1955, the CSC 


representatives pointed out that the bugaboo of CIA 
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recognizing veterans' preference had diminished con- 
siderably--each year progressively fewer veterans 
would be applying. However, the CSC procedural 
requirements remained essentially as they had been 
in 1958. 

In his memorandum to the DDS, dated 1 June 
1962,15/ the Director of Personnel indicated that 
he opposed seeking a Personnel Interchange Agree- 
ment with the CSC. Pointing out that the CSC 
would not enter into such an agreement unless the 
Agency agreed to give formal recognition to veterans ' 
preference in its consideration and selection of 
applicants, he believed that the disadvantages to 
the Agency which would be inherent in the adoption 
of this policy would far outweigh any advantages we 
might gain through such an interchange agreement. 
In addition to the Agency being forced to develop 
elaborate selection procedures which would further 
Sci Scaves an already difficult recruitment problem, 
the CSC would be in an authoritative position to - 
inspect Agency personnel operations and possibly 


change (or expand) its requirements on CIA as one 


‘of the agencies participating in an interchange 


k 
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agreement. The Director of Personnel left the door 
open by suggesting that there was an alternative 
means of securing essentially the same arrangement. 


He pointed out that there still remained the possi- 


Meo petits at str geeagnpemeeen > 


bility of seeking the issuance of an Executive Order 
which would avoid a confrontation between the CSC 
and the Agency on CIA's employment policies. 

Prior to this, President euBoihower had signed 


Executive Order No. 10577, dated 22 November 1954, 


i 
| 
% al 
| 
' 
1 
| 


authorizing transfer privileges into the competi- 
tive service for Executive Office and White House 
staff personnel. Of course the importance of 

the Agency also seeking such an Executive Order 
was championed by the Chief, Outplacement Branch, 
who informally dincussed éhe advantages of using 
this Executive Order approach for the Agency with 
the Chief, POD, and the Director of Personnel not 
only each time that a Federal unit secured an 
Executive Order but also at every opportunity that 
he had. (In 1965, Agency management was to find 
that the Department of State also accomplished a 


personnel interchange agreement via the Executive 
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Order* route.) However, no positive action has ever 
been taken by Agency management with respect to seek- 
ing a formal interchange agreement under either the 
Executive Order or CSC-CIA negotiation approach. 
Thus, the use of the CSC “open" examination method 
with its long-drawn-out processing procedure was 
the only alternative for those “non-status" employee-— 
clients seeking other Federal employment. 

From the support standpoint, it was thus neces~ 
sary to make the Outplacement Branch responsible 
for the coordination and establishment of Agency 
reference positions on every client in order to 
respond to both CSC examination and kmedioyment 
reference inquiries. This professional chore was 
necessitated by the inability of Agency employees 
to indicate Agency supervisors as references, and 
was further complicated by the unavailability of 
many former supervisors then in overseas assign- 
mente Although the workload for outplacement 
advisors was increased by this requirement, it 
was recognized as an excellent arrangement since 


it pulled all “the loose ends" together. 


* E.O. No. 11219, dated 6 May 1965. 
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As part of the basic program development, the 
outplacement officers exploited industrial employment 
leads with representatives of the Domestic Contact 
Service (DCS) and the Central Cover Staff (CCS).. 
However, without firm indications of specific employ- 
ment interests from the outplacement clients (coupled 
with the fact that most of them had little to offer 
an industrial organization except maturity and high 
salary requirements), it was not unreasonable for 
OP representatives to have received a cool reception 
from DCS, CCS, and representatives of private organi- 
zations. 

Typically, their reaction was in terms of 
“most industrial concerns have career programs of 
their own and they seldom need to look on the out- 
side for middle ana senior level replacements. 
Further, those that are looking are only interested 
in top-flight executives with plenty of industrial 
management know-how . . ." However, with the "701" 
groups totaling 191 individuals, it was decided to 
again discuss liaison potentials with the DCS and 
CCS in 1962. The reception this time was more 


cordial, and, in fact, the CCS "dropped off" the 
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resumes of a few employee-clients in some of the 


organizations with whom they carried on liaison. 


officials. The outplacement employee-clients with 
whom these units worked were required to "play the 
game" in the fashion spelled out by either the CCS 
or DCS--an arrangement that presented no significant 
personnel problems to the outplacement clients. 
Unfortunately, the record shows that not a single 
external placement was ever made through the efforts 
of DCS or CCS. | 
In addition to the efforts of DCS and CCS, the 

outplacement officers also ‘attempted to exploit the 
industrial employment market on an individual client 
search basis. Although it was almost immediately 
apparent that surplus CIA officers were not trained 
for, experienced in, or attracted to US industry, 
the C/OPB prevailed upon CCS to share the services 

a[__—siplacement firm (in essence, a firm 
engaged in recruiting employees for customer concerns) 


-in an attempt to better fathom the industrial job 
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market. The firm in question,| sid 25X1A 


a 


al 


owners were experienced employment agency officers 

who had done creditable work in recruiting for CIA 

projects. However, after a number of referrals with 

nothing but negative results, C/OPB arranged for a 

special placement campaign during which time the 
employee-client would remain{ _—i|for as many 25X1 
interviews as could be arranged. This was in con- 

trast to the day or half-day effort that had been 

allotted to previous clients.* 

The officer selected was a 35-year-old male 
employee with writing and editorial skills coupled 
with several years of liaison experience. He was 
interested in moving out: of'the Agency into public 
relations, radio sales-writing, or similar fields. 
Several days were atoved to the campaign, and a 
number of worthwhile interviews were arranged. 
Unfortianately, the net result was "no offer." The 


project costs to the firm were more than had been 


* It was understood that, if successful, a new. 
‘contract would be arranged for similar campaigns. 
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anticipated. This firm, naturally, did not encourage 
a second campaign. A change in the locale of outplace- 
ment efforts was then considered to be in order. 


Because many outplacement clients wished to 


es Ee 


remain in the local area, informal arrangements were 


——: 


made with the owner of a small Washington, D.C. 


es 


employment agency to investigate the job market. 


eet 


After interviewing several Agency "701" clients, 


‘in ee Nt 


the employment agency counselors threw in the sponge. 


=—T 


cans 


On the positive side, however, the owner did suggest 


that CIA employment search efforts should be almost 


=e 


exclusively concentrated on locating employment 


SED 


opportunities in Federal and local government units 


for these officers. 
Before accepting the advice of these experts, 


the C/OPB undertook an informal survey of a number 


ae 


of smaller New York employment agencies. He found 


ee 


that these employment agency owners were quite can- i 
did in’ casponding to the question as to whether or : 
not they felt that they would be able to place ex- 
CIA personnel. (A few, it was apparent, thought 


that CIA = FBI!) A few flatly refused to work with 


“ 
i 
! 
i 
{ 
[: 
oo 
' 


the Agency, but all indicated that in view of high 
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fev 


office rentals and impatient, demanding customer 
firms, they frankly would not refer other than "truly 
qualified" job applicants to their customers. The 
question of such agencies giving any weight to an 
individual's potential to learn a new skill was 
simply out of the Gestion: As an example, one 
indicated that referring a government accountant 
to an export-import firm would probably not result 
in a satisfactory placement, since suet firms wanted 
not only industrial accounting skills but also a 
sound working knowledge of the export-import field. 
The bitter lesson was thus learned early in the 
ball game by the outplacement officers that industry 
would accept only already qualified CIA applicants 
regardless of either their Agency performance records 
or growth potentials. | 

By 1964, the various Agency career services 
which had gone through the distasteful experience of 
identifying surplus personnel had moved on to other 
manpower matters. From a historical standpoint, 


the "701" exercise* might well have marked the end 


* By and large, the outplacement efforts for "701" 


- employees, which commenced in the Fall of 1961, had 


been terminated by the end of 1963. 
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| of an era in CIA personnel management. The nature ‘ 
~ and manner in which the "701" exercise was handled 
oa was subjected to intense criticism by supervisors | | | 
and employees alike. Due to the continuing drop in | | 
= the Outplacement Branch's workload, the spring of | 
1965 brought with it a reduction in the professional 
= staff from five to two counselors with a secretarial | 
a assistant. . 
The question might be asked, "What lessons - « ‘ 
- did the Agency learn from the ‘701' experience?" | 
Criticism of the low number of placements by the 
= Outplacement Branch was heard from some quarters; 
_ however, the failure to make more placements did 


not reflect the basic problem--it was symptomatic 


—— of another administrative condition. The CIA, a : 
unique organization, has had to develop, in-house, q 

= : 
many of the skills needed by Agency programs. As E 

= a result, its career management philosophy has been ( 
oriented to recognize such skills. Thus many Agency 

= careerists ‘have unique organizationally developed =~ 
skills that have little transferability in the open 

= i 
_ job market. This also applies, to a slightly lesser 

, ‘degree, to those who embarked upon an intelligence ! 
= : £ 
( 
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career by transferring from other more orthodox 


professional fields. Over the years these intelli- — 


biome 


gence officers have also lost transferable skills 


EP ys 


that would have to be renewed and updated to put 


pee 


such individuals into reasonably competitive positions | 


in the labor market. 


SA OEE, 


"Second-career counseling" could not provide en 


the broad administrative training that would have 


permitted Agency-sponsored reorientation, skills ; 
ws updating, and/or "“second-career training" for Agency ’ 
careerists. Under the "701" exercise, neither the 
time nor the training were available to the CS 


careerists who wanted to move into another career 


field. In recognition of this problem, the Chief, - 


a ee eeiat nee, im eee 


RT 


Outplacement Branch, subsequently recommended that 


a more expansive Agency training policy be approved 


eae 


for officers wishing to update skills and specialties 


SSE 


having second-career potential. Following through 


on this Agency-sponsored pre-retirement training 


eT ESS 
LS ae 


= : concept, the Director of Personnel sought the 


opinion of the General Counsel as to whether such 


an arrangement could be accomplished under either 


‘the Government Employees Training Act or CIA legisla- 


tion. 
= 50 = 
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16/ the 


In a memorandum dated 24 May 1965 ,—= 
General Counsel indicated it "could not be accomplished 
under the Government Employees Training Act. However, 
since the announced objective of such a training 
proposal was founded in the main on security con- 
siderations ... (they) would permit a decision by 
the Director to establish such a training policy 
and program wader His authorities in the two pieces 
of legislation from which the Director secured his 
administrative authorities."* Subsequently, the 
Director of Personnel proposed an expansion of the 
Agency's Retiree Placement and Counseling Program=/ 
and his proposal to the Executive Director-Comptroller 
included a statement that OP would undertake a 
thorough exploration of the Agency's authority 
to sponsor prospective retirees in training programs 
that would provide post-Agency employment qualifications. . 

aH response’, the Executive Director-Comp- 


cue atrongly suggested that such a training 


* -50 U.S.C. 401 National Security Act of 1947, as 


Amended. 


a: 


£ 
*, 
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tot 
wed 
= proposal should be fully and promptly explored. 
Further, if the Agency could legally undertake such 
ar a program, the Executive Director-Comptroller noted 
that his sole proviso was, as a practical matter, that 
= the Agency would have to guard against creating in- 
equities between those personnel retiring under the 
= Civil Service Retirement System and those retiring 
cs under the CIA Retirement System.19/ Although the 
invitation was offered, the Office of Personnel 
=n did not pursue this during 1967, since its retiree 
clients, in the main, were not interested in train- 
™ ing or, if they were, there would have been insuf- 
a ficient lead time for undertaking any lengthy 
training programs. 
= While it was also significant that Agency 
Management had recognized, possibly a little pre- 
oe maturely, the continuing need for a "second-career 
5 eos eyMabereng: Brogeam perhaps of more significance 
was the impact that this program had on improving 
= ~ 2 the external relationships of the Agency. During 
the first, formative years of the outplacement : 
ns program it became apparent that not only Clandestine 
a Service staff careerists but also many contract 
Ls | ~ 52 - 
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employees, contract agents, career agents, and 


all after a period of time. With the encouragement 
of the Director of Personnel, the Chief of the 
Outplacement Branch initially handled anny ot these 
cases "after the fact" in order to get the Agency 
and/or individual out of sensitive situations. 
Administratively, an internal, informal 
Agency procedure was soon developed with the Out- 
placement Branch as the Personnel coordinating unit 
responsible for working with all types of employees 
as well as with representatives of the Central Cover 
Staff and the Office of Security on these matters. 
In the process, all parties learned to "give a 
little" so that the individual would be better abie- 
to negotiate himself into other employment without 


professional sacrifice or imprudent involvement of 


the Agency. 
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III. Retiree Placement 


As a prelude to a review of the establishment 
of the Retiree Placement Program in the Office of 
Personnel, it should be noted that Mr. Lyman Kirk- 
patrick, the Executive Director, had long been a 
mentor of the incumbent Directors of Personnel in 
encouraging the development of a dynamic and vital 
Agency Personnel Program. Thus, with the CIA Retire- 
ment Act20/ about to be passed by the Congress in 
the fall of 1964, Mr. Kirkpatrick took a marked 
interest, earlier in 1964, in the status of the 
Agency Outplacement Program. His main objective 
was to try to insure that the ongoing program 
would be able to meet such additional requirements as 
might be levied by "early retirees" (mainly 
Clandestine Service careerists) who might be taking 
says keee of the Act's liberal provision permitting 


retirement at age 50.* 


* As early as 1962, proposals for the Agency to 


assume an obligation to furnish employment assistance 
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A review of the Executive Director-Comptroller's 
action memorandum, 21/ the Director of Personnel's 
responses, 22/ and a special study ‘awa for the DDP 
indicate some of the difficulties faced by those 
attempting to make policies best suited to the needs 
of Agency retirees. Early in 1964, for example, 
the Chief,[ DDP, had employed 
an industrial consultant (a former vice president 
of a medium-sized US concern) to review and estimate 
the retiree placement problems which would be gener- 
ated as Clandestine Service careerists availed 
themselves of the opportunity to retire from the 
intelligence profession while they were still in 
their early 50's and to undertake second careers. 


The consultant strongly recommended that industrial 


PT 


to employees separated as a result of retrenchment 
were being made and informally discussed--particularly 
in the DDP, where there was definite recognition 

of this problem. Many employees affected by re- 
trenchment measures then operative had entered 

Federal service late in their careers and had not 
compiled enough service to qualify for normal Civil 
Service Retirement annuities. 


a 
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The Director of Personnel, by contrast, was 
of the opinion that the already established out- 
placement program could handle the additional 
workload which would result from early retirements. 
(He did recognize, however, the possible need for | 
additional staff as.the volume increased.) 

Aware of the. relative positions of both the 


Office of Personnel and the Clandestine Service, 


t 
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Mr. Kirkpatrick opted for a compromise. Considering 
that the new legislation for Agency retirees would 
present additional challenges, he had suggested that 
the Office of Personnel either augment ‘the existing 
outplacement program or establish a specialized 
retiree placement activity aoeelctcatly geared to 
handle the unique second-career placement problems 
of the CS careerists. At all times, however, the 
Executive Director-Comptroller made clear that he 
favored centralized control of the Agency's out- 
placement program: and opposed the DDP idea of an 
activity independent of the Office of Personnel 
for handling the CS retirees. 

On 2 February 1965, Mr. Kirkpatrick directed 
Mr. Emmett Echols ,, Director of Personnel, to 
establish a specialized mechanism within his office 
to. provide outplacement assistance to those Agency 
employees who were retiring and would require, or 


desire, post-retirement employment. * The Director 


* he DDP project proposal was officially rejected 
by the Executive Director-Comptroller at the 15 


February 1965 meeting of the Financial Policy and 


Budget Committee, when he announced the approval 
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of Personnel indicated that without a ceiling in- 
crease the supervision of this expanding function 
would be assumed by[  ————s—sCsédz Cte, Personnel 
Recruitment Division (PRD).* 24/ 

At the same time, the Outplacement Branch was 
also transferred to that organization. Under this 
new functional realignment, the Outplacement Branch 
transferred its "retiree" clients to the C/PRD for 


further counseling and assistance. ** The Branch 


of the new retiree placement program under the Per- 
sonnel Recruitment Division. 


* . Because of Agency curtailments in recruitment 

in late 1964 and early 1965, the question of whether 
the Staff of PRD would have to be reduced was avoided 
by assigning PRD the responsibility for retiree 
placement. It was. envisioned, too, that field 
recruiters would assist with employment search cam~ 
paigns for early retirees. The assignment of a senior- 
level Support officer also satisfied those who believed 
that the program required a director of executive 
caliber. 


**  Uhtil 1965, the Outplacement Branch counseled i 
those "over 60" Civil Service retirees who sought 
employment guidance. In 1964, 16 out of 103 retirees 
registered for such counseling. Agency management 
had thus already recognized the need for assistance : 
for those retiring employees who would need some : 
form of employment in their post-retirement periods. 
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thus continued its employment assistance and second=- 
career counseling for all other types of employees, 
a while the retiree placement activities became a 


specialized and separate personnel effort. During 


TPL a emp 


early 1965, the Chief, PRD assumed responsibility . 


for the retiree placement program and personally 


tee, 


counseled the initial group of retiree clients. He 


pamela TEI 


= | also organized and directed a specialized employment 


research activity for the upcoming retirees. 25/ 


— 


= 


i 
Fe om 


In-depth research was geared to explore employment 


het TE 


areas that might be of prime interest to both regular 


as well as early retirees. For example, heavily 


= researched were such areas as "franchised" business, 


EP re a 


sales, investment brokering, local chain store 


<1 oem EE 


me 


management, teaching opportunities at collegiate, 
university, and local secondary school levels, etc. 


As an independent personnel program, the 


eal retiree ,placement program was given considerable 


TTS 


publicity (Support Bulletin articles* and Agency 


” employee notices); and, more importantly, full re 
“ . it. 

i 

= i 
» ti 

* See Attachments E and F. " 
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top-level Agency siesere: Further, because of his 
organizational location, the Chief, Retiree Place- 
ment (for a brief period, the C/PRD wore this title 
as well as his divisional hat) had direct and viable 
support from active professional field recruiters : 
who could assist in locating available collegiate 
and industrial position vacancies.* Probably of 
greatest significance was the fact that those 
counselors involved in the specialized retiree 
placement program had the advantage of being able 
to concentrate their efforts entirely upon retiree 
clients. Unfortunately, outplacement officers had 
been frequently confronted with other crash place- 
ment priorities (involving working against short 
deadlines) which sometimes relegated retiree assis- 
tance to a low priority. 

From a historical standpoint, it would be well 
to emphasize that since the Agency's inception in 
1947, a1 staf£ employees had been under the re- 


tirement program of the US Civil Service Commission. 


* See Attachments E and F. 
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While retirement experts recognized that the CSC 
retirement plan was one of the best, the Agency 
itself had developed an administrative policy to 
"keep the organization young."* However, the CSC 
retirement plan did not offer any administrative 
encouragement to the CIA since the CSC’ plan was 
restricted to only one mandatory age--seventy. 

While the CSC plan did provide some earlier re- 
tirement possibilities, their selection was entirely 
at the option of the employee. Within CIA, then, 


it soon became apparent that there would be need 


* .This youthful image concept was to become of con- 
siderable concern to the Clandestine Service, and not 
without administrative justification. The development 


In addition, the Agency found that older officers 
tended to "put down roots" in the US as their child- 
ren reached high school age and did not look forward 
to overseas assignments. Others developed health 
problems--either themselves or members of their 
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for some special CIA legislation that would make 
available early retirement opportunities for the 
Rganeys Maturing officers. 

The internal retirement philosophy and the 
course of administrative events that occurred in the 
Agency are covered in adequate-detatl,. in OP-1: 
History of the Retirement Gouheele dy and Placement 
Staff (May 1969), but the impact of the administrative 
extensions granted by the Agency Retirement Board to 
prospective civil service retirees who appealed their 
cases on hardship or other compassionate reasons, are 
not recorded elsewhere. They usually had a direct 
influence on both second-career counseling and external 
employment assistance programs. It was quite evident that 
the Agency Retirement Board's primary purpose was to serve 
as an appeals board, although it did attempt to encourage 
employees who met the Agency retirement criteria to 
make application for retirement as soon as they were 
eligible. However, when the initial Agency retirement 
soiney Gand each succeeding policy change which affected 
a group by moving up its retirement anniversary date) 
was established, the Board agreed to extend some of 


these retirees for a year to two because of individual 
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hardships or for other compassionate reasons. In 
each case, however, it was with the understanding 
that the individual employee would continue to seek 
the assistance of the out placement counselor and 
try to find other employment that would augment his 
retirement annuity. 

It soon became apparent that the Agency Retirement 
Board was fairly liberal when such cases came up for 
review and would agree to at least one more extension. 
In view of this, eligible retirees dealt with the 
counselors in a rather desultory manner since they 
were primarily interested in completing a full-term 
career with the Agency, thus becoming entitled to a 
larger retirement annuity. Both the Outplacement 
Branch and later the Retiree Placement Branch were 
somewhat less thunseuccess cal in handling such retiree 
clients. To further compound the problem, most 
Federal organizations were simply not interested in 
acquiring older employees unless they were inter- 
national economists, electronic engineers, or had 
other specialties in short supply. 


The passage of the “CIA Retirement Act of 1964 


for Certain Employees" (P. L. 88-643) (See Attachment G) 


- 63 - 


L£ 
e 
Approved For Release 2003/095614 RDP90-00708R000200160001-0 


ne eer ea 


ee ey 


Looe ee oe eee 


ed me Ae 


Approved For Release 2003/6470 RABKIRDP90-00708R000200160001-0 


on 13 October 1964 created an entirely different set 
of administrative problems. Although it is a well- 
known fact among public administrators that the most 
successful program managers know what their inputs 
and outputs will be for specific time periode, the 
CIA "early" retirement input factor was simply lost 
to Agency management control because of its voluntary 
nature. Unfortunately there were a lot of "window- 
shopping" volunteer clients who should have "opted 
out" at the time of their initial contact with the 
second-career counselors but who, in the final 
analysis, did not exercise that option until some 
time later.* As clients of this type were cranked 
into the program's production statistics, the per- 
centage of actual placements naturally dropped. 
Efforts were concentrated on those employees who 
would reach mandatory retirement age within a short 
period of time or who were interested in early re- 


tirement in:the immediate future. 


* In January 1970, a review was made by this writer 
of the names of the 1968 and 1969 CIA “early” re- 
tirees. Interestingly enough, a number of 1965-67 


‘volunteer clients’ names appeared on these lists. 


=. 64 = 


a 
Approved For Release 2003/84 RGIALRDP90-00708R600200160001-0 


Approved For Release 2003/0244 CRARRDPI0-00708R000200160001-0 


The CIA Retiree Placement Program was the first 


of its kind in the Federal Government. From February 


1965 until December 1967 it had, seemingly, an 


excellent placement rate--placing 65 out of 157 - 


clients during this period. Although highly qualified 


professional personnel officers handled this program, 


successful external placements were minimal--a major- 
ity of the 65 guceaas kel placements were for “in- 
house" projects with the former staff employees 
converting to contract status with definitive pay 
ceilings and year-to-year contractual arrangements. 
Here again the facility with which the employee 
could get an extension (or decide not to opt out 
under the early retirement provision) left the re- 
tiree counselor helpless with respect to getting the 
more reluctant employee client to actually retire 
and seek other employment. 


Reorganization and administrative support 


' 
es 


notwithstanding, the retiree placement program 
failed to induce a wholesale exodus of early retirees. 
In fact, after directing this program for 18 months, 


the C/PRD wrote a lengthy report 26/ (See Attachment 


‘H) on the post-retirement employment prospects for 
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Clandestine Service careerists (retiring between age 
50 and 62). Of major significance was the fact that 
although the Clandestine Service had the largest 
number of “early retirees," it had the poorest | 
external placement potential. The C/PRD pointed 
out that, for example, US business is not looking 
for 58-year-old recruits, since they have plenty 

of their own candidates for such vacancies, 
including overseas representational assignments (a 
prime interest to retiring operations officers). 

In the business area, the greatest demand for per- 
sonnel was in domestic and possible international 
sales work, a career field having rather limited 
appeal to CIA retirees. C/PRD further pointed out 
that in the limited manpower market of Washington, 
D.C., there simply were not enough jobs available 
for the large number of up-coming retirees who wanted 
to stay in the area. On the more positive side, 

the report indicated that for those retirees with 
advanced degrees and willing to relocate, there 


would be a plentiful supply of collegiate teaching 


posts. Other possibilities included positions in 


the industrial security, finance, real estate sales, 
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and library career fields. The C/PRD concluded that 
the Retiree Placement Service (RPS) should not be 
counted on nor expected to find second-career op- 
portunities for all Agency aspirants. Any placement, 
he went on, at the age levels involved was almost 

an accident of the system. Although RPS was estab- 
lished for the purpose of helping to insure retirees 
a new livelihood, it would be wiser to force retirees 
to accept the conclusion that if they were unable 


to help themselves to find a new career with a 


minimum of Agency assistance, they would have to. 


become reconciled to living on their retirement 
annuity. C/PRD's ultimate conclusion was that the 
younger participants (age 45-48) in the CIA retire- 
ment and disability system should be encouraged to 
consult with RPS well in advance of their retire- 
ment dates regarding the necessity of retreading 
themselves for a new career or planning to live on 
their annuities after retiring. 

However, in spite of the pessimism of the 
C/PRD, there were other forces within the Agency 


that came to a focus at this time upon the parameters 


of both the retiree placement program and Agency 
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retirement program. On 15 November 1966 the DCI, 
Mr. Richard Helms (a long-time Agency careerist), 
met with the Executive Director-Comptroller and 
requested that the latter look into the "“outplace=- 
ment program" and take whatever action was necessary 
to ensure that the Agency had a going and effective 
program. 27/ The Executive Director quickly followed 
through--on the same day in fact--by meeting with 
DDP, DDS, and Office of Personnel representatives to 
discuss possible augmentations to the programs. On 
20 December 1966, the Director of Personnel made a 
presentation of an expanded retiree placement and 
counseling program to representatives of all the 
Directorates; and this group recommended that the 
expanded program be vigorously pursued. This was, 
of course, with the concurrence of the Executive 
Director. More detailed program plans were then 
developed during the spring of 1967, 28/ including 

a fizthoe refinement of organizational structure, 
development of initial staffing requirements, 
securing a senior CS officer to head the program, 


and obtaining a group of officers detailed from the 


‘several Directorates to assist in developing specific 
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program segments. This then was the prelude to the 
Office of Personnel's establishment of a Retiree 
Placement and Counseling Staff which reflected Agency 
management's interest in establishing a unified ‘re- 
tirement counseling and second-career counseling 
program of sufficient strength to handle the large 
number of Agency employees who would be reaching 
retirement age during the period 1970-1980. 
ee CS careerist--was 
named Chief of the Retiree Placement and Counseling 
Staff* in June 1967. He and his staff then spent 
the entire summer of 1967 developing plans and 
procedures necessary to the establishment of an 
orderly program of considerable magnitude. In 
addition to a more sophisticated retirement counsel- 
ing activity, the staff also encompassed the CIA 
retirement system maintenance responsibility as well 
as the Csc and CIA retirement computation activities; 


the merging of the retiree placement program with 


that of the external employment assistance activities; — 


* On 13 Dec 1967, the staff was redesignated Re- 


tirement Counseling and Placement Staff. 
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and, finally, the program responsibility for develop- 


ing a variety of retirement seminars.* 


* A detailed summary of the activities of the initial 


21 months of the staff has been chronicled in OP-1, 
History of the Retirement Counseling and Placement 
Staff (May 1969). 
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Chronology: 1958 - 1967 


Date(s) 


17 February 1958 


1958-62 


1962-65 


Appendix A 


Function (s) 


DCI's memorandum 


charter authorized 

external employment 
assistance to staff 
employees with meri- 


torious records. 


Director of Personnel 
informally extended 


parameter of out- 
placement program 


until external em- 

ployment counseling 
and assistance were 
available to all in- 


OP 
Organizational 


' Location 


Office of the 
Chief, Personnel 
Operations Divi- 
sion 


Personnel Oper- 
ations Division, 
Outplacement 
Branch 


dividuals serving under 


any of the 18 types of 


Agency employment 
arrangements. 


-"Second-career" 
counseling was made 
available to Agency 
employees affected 

by "701" exercise and 
interested Agency CSC 
retirees. Employment 
assistance continued 

to be furnised to other 


Agency employees. 
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= OP 
Organizational 
Date(s) Function (s) Location 
ce) 
5 February 1965 Outplacement program Personnel Re- 
transferred to Per- cruitment 
ead sonnel Recruitment Division* Re- 
Division, Outplacement tiree Placement 
program (sans Retiree Branch 
< counseling) continued Employee Re- 
a 


aS a separate branch. ferral Branch 
Augmentation of re- 
tiree placement program 
= through establishment 
of separate program. 


= 22 December 1967 The Retiree placement Retirement 

and employment refer- Counseling & 
ral programs were con- Placement Staff 
solidated and redesig- External Employ- . 
nated as the external ment Assistance 
employment assistance Branch 

program. This program 

os was transferred to the 

newly established op 

Retirement Counseling 

and Placement Staff, 


ow 
—" é 
os 
= ‘| 
ws 
= * PRD remained the division's external designation; 
‘ Recruitment and Retiree Placement Division was the 
official name for this operation. 
os ' 
. t 
_ 
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i 

os 

Appendix B 
a] 
t Source References Appendix 

- 

l. CIA. CIA/OP/ODP. Memo for record, 17 Mar 58, 
: sub: An Expanded Outplacement Program -- — 
aad Report of Progress. ears (part of 
a agenda for CIA Career Council's 49th meeting, 
; 27 Mar 58). 
- 2. CIA. CIA/OP. Specialized Activities Staff 


(History of) 22 Apr 68 Draft. 


sad 3. CIA/CIA/OP/ODP (1, above), [_] 


4. CIA. CIA/IG. Memo for D/Per IG, ll Dec 57, 
sub: Accelerated Retirement. 


5. CIA. CIA/OP/ODP. Minutes of 56th. Meeting, 
30 Apr 59, CIA Career Council. 
—_ 
6. CIA. CIA/ODDS/SA/DDS. Memo for record, 
27 Mar 64, sub: OP Briefing -- Pe el 
- Operations Division on 26 Mar 64. | 
7. j%CIA. CIA/OP/POD/OPB. Outplacement Annual 
a eee eee Reports, FY 58, FY 59. i 
al 
8. CIA. CIA/ODDS. Support Bulletin, Sept-Oct 58. 
Outplacement Program, p. 5. 
j -~? 
9. CIA. CIA/OP/POD/OPB. Memo for record, 3 Mar 58, 
ae ' gub: CSC Interchange Requirements. =a 
= 10. CIA. CIA/OP/ODP. Memo for DDS fr D/Pers., 
l Jun 62, sub: Civil Service Status for CIA 
25 1 Employees. 
ll. CIA. CIA/OP/OPB. Memo for record, 12 Mar 58, 
| sub: AEC Negotiations with CSC. Cr] 
12. USCSC. CSC/AEC Agreement, 10 May 57, sub: 
Agreement for the Movement of Personnel Between 
Ee 3 the Civil Service System and the Atomic Energy 
25x1-— Commission. 
i 
ee - 73 - 
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13, 


14. 


15. 


16. 


17. 


18. 


19. 
20. 


21. 


22: 


23. 


CIA. CIA/OP/POD/OPB. Draft Memo for Ex-Dir. 
fr D/Pers, 7 May 64, sub: Review of Agency 
Outplacement Program. 


CIA. CIA/OP. (2, above). [ 


CIA. CIA/OP/ODP. Memo for DDS fr D/Pers.', 


1 Jun 62, sub: ivil Service Status for CIA 


CIA. CIA/OGC. Memo for D/Pers fr General 
Counsel, 24 May 65, sub: Training for Re- 
employment. [ . 


CIA. CIA/OP/ODP. Memo for Executive Director- 
Comptroller fr D/Pers, 20 Feb 67, sub: Expanded 
Retiree Placement and Counseling Program. 


CIA. CIA/OExecutive Director-Comptroller. 

Memo for D/Pers fr Executive Director, 27 Feb 67, 
Sub: Expanded Retiree Placement and Counseling 
Program. 


CIA. CIA/OED-Comp. (18, above). [ 


US Congress (88th). P.L. 88-643, The Central 
Intelligence Agency Retirement Act of 1964 for 
Certain Employees. Signed 10/13/64. [_] 


CIA. CIA/OExecutive Director. 3 Action Memos 


for D/Pers fr Executive Director, A-367, 22 Apr 64; 


A-415, 31 Jul 64; and A-431, 30 Sep 64, sub: 
Review of Agency Outplacement Program. 


CIA. CIA/OP/ODP. Memos for Executive Director 
fr D/Pers. 18 May 64 - response to A-367, and 
18 Sep 64 - response to A-415, sub: Review of 
Agency Outplacement Program. [ ] 


CIA. CIA/DDP/OS. Memo for D/Pers fr C/Opera~ 
tional Services, 9 Feb 65. Transmittal memo 
forwarding the DDP Project Outline for "A 
Program to help certain resignees and retirees 
from the CS to start on a second career." [| 
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= 
24. CIA. CIA/OP/PRD/RPS. Memo for D/Pers fr 

_ C/Retiree Placement Service, 23 Feb 65, 

sub: Retiree Placement -- Progress Report. [| 
| 25. CIA. CIA/OP/PRD/RPS. Memo for D/Pers fr C/ 

19 Mar 65, sub: Retiree Placement Planning. 
ee 26. CIA. CIA/OP/PRD. A Report fr C/PRD, 21 Nov 66, 

sub: A Review and Recommendation Pertaining 

to Post-Retirement Employment Prospects for the 

| CS Careerist. (Dist. showed D/Pers as recipient.) 


ee 27. CIA. CIA/OExecuti or-Comptroller, - 


28. CIA. CIA/OP/ODP. Memo for DDS fr D/Pers, 


ae 6 Mar 67, sub: Expanded Retiree Placement 


and Counseling Program. 


: CIA Administrative records collections subjected to 


review and analysis (although not cited in this 
history) included: 


= 2 
~ CIA. CIA/OP/POD/OPB ~ Annual Program Reports 
. (Drafts) for FY 1958 - 
gg el ta ooo FY 1965, Outplace- 
* ment Corr dence 
files, 1958-1964. fr 21 
_ - CIA. CIA/OP/PRD/RPS&EAB = Retiree Program studies 


and corre dence 

1965-67. ri External 

= Assistance Branch 
correspondence 1965-67. 


ot - CIA. ‘CIA/OP/RD ~ Historical Study on 
Retirement Polictes 
and Practices October 
= 1967 (Draft). == 
— 
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~ CIA. CIA/OP/OpDP - Minutes of the CIA 
Career Council's 49th 
meeting, 27 Mar 58, 
(Reporter's rough 25X1 
aft transcription.) — 
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58 ~ 0318 
ER 10-608 
MEMORANDUM FOR: Deputy Director (Coordination) 
: # _ .Deputy Director (Intelligence) ; 
. Deputy Director (Plans) 17 Feb 1958 
‘ Deputy Director (Support) 
SUBJECT: Personnel Selection Out Procedures 


a 


1. In the manegement of the Agency's mission, we must have & continuing 
awareness that the vital oojectives to which we address owrselves cannot be 
fully met unless each individual in the Agency is making a real contribution. 
Our personnel policies must reflect o similar avareness in keeping pace with 
what will be the requirements and tests of the future. We were forced to 


. dnerease our personnel at too rapid a rate during the period of the Korean 


War. Accordingly, I am approving certain procecures the purpose of which is to 
ddontify and release fron enployment persons whose effectiveness is substandard 
(that is, persons who cannot mect Agency stendards of work efficiency or conduct). 
Considerations of fairness to the individuals affected, the impact on Agency 
morale, the position of the Agency in relation to the inevitable external pressures 
generated 4n behalf of the persons identified and released impose upon the Agency 
® high responsibility to exercise this program with painstaking objectivity. 

fhe procecures established are those designed to assure judicious and earexul 
deliberation on all cases. 


2, The procedures for identifying personnel for selection out, Ley 


termination of employment, comprise the following principal elements: 


e. Deputy Directors and Heads of Career Services are responsible 
for identification of personnel who should be selected cut in the 
interests of the Agency's programs, operations, and activities. Deputy 
Directors and Heads of Career Services Will insure that the formal 

_ yeviews for such identification, as described herein, ere completed 
within ninety cays from the date of this memorandum, and that similar 
reviews will be conducted annually thereafter. In addition to formal 
reviews for identification of personnel who should be selected out, 
each Deputy Director and Head of a Career Service will automatically 
advise the Personnel Office of an individual who fails to meet Agency 
stendards at the time that failure is first noted. 


b. For assistance in carrying out this responsibility, Deputy 
Directors and Heacs of Career Services have available the existing 
' advisory mechanisns of the Career Service Boards and the Competitive 
Evaluation Panels which are used to review candidates for competitive 


otio the grades (currently G3-9 through GS-15), specitied in 
Review of the qualifications of personnel below 
these grades for selection out purposes will. be accomplished by the 


Heads of the Carcer Services in collsboration with the operating 
officials responsible for their performance. c 
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aa SUBJECT: Personnel Selection Out Procedures — : 
ims ec. When the advisory services of the Competitive Evaluation Panel 


are used in order to assist in the identification of personnel for selece- 

tion out, the action of the Panel may consist of a listing of personnel 

4n the Career Service arranged in rank order by grade according to those 

whose cases most warrant action for release from Agency employment. . ’ 


“dad. General questions of suitability, effectiveness, or potential 
a - of an individual will automatically occasion review of his case under 
. these procedures. Additionally, Deputy Directors end Heads of Career 
Services will review carefully the records of persons whose premotion 
mi progress has slowed down. Because of the nature of the many tasks 
performed in the Agency, it is to be expected that a considerable number 
_ of valuable employees will repeatedly come under review when this orli- 
terion igs applied. The continued employment of a number of these 


t 

. individuals, despite the fact that they are not promoted, in no way runs 

counter to the objectives of these procedures. 

ad e. When Pancl review of cases is requested by the Deputy Director 


or Head of the Career Service, the results should normally be conmuni- 
cated to the Deputy Director or Head of the Carcer Service through the 
os] appropriate Carcer Service Board. If the recormendations of the Board 
vary from the report of the Panel, the Deputy Director or Head of the 
Career Service should be apprised of such differences when they occur. 


f, When a Deputy Director or Head of a Career Service decides 

to propose an individual fcr selection out, he -wi1l insure that the 

person concerned is informed of this cecision and the reasons therefor. 
— In formulating this explanation he will consult with the Director of 
Personnel for the purpose of determining whether the action falls in 
the category of cases of inefficiency and/or unsatisfactory conduct, 
Si or 4f it stems frem the individual's lacX of qualifications for con- 
’  t4nued employment in the light of the Agency's staffing neecs. 


ee TT EE gene a ee mye oe 


ge After the individuals concerned have been notified in accord= 
ance with sub-paragreph f., above, the names of personnel proposed by 
Deputy Directors and Heads of Career Services for selection out will be 
conveyed directly to the Director of Personnel for action leading to 
= sepiration or consideration for further training and transfer to other 
components and/or reduction in grade. 


eS a nye eS 


= : 3. The Director of Personnel will conduct a review of all cases 
received pursuant to paragraph 2g., above. When the Director of Personnel 
concurs in the proposed separation, he will notify the Deputy Director or 4 
Head of Career Service concerned and arrangements will be made to effect sepa~ | 


a ration in accordance with the. formal procedures given herein, or to accept the ; 
individual's resignation, and (in meritorious cases) for assistance in obtain- 
other employment. : 
= ‘ t 
| 2 ee 
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SUBJECT: Personnel Selection Out Procedures. 4 


4h, Whe Director of Personnel wilt notify those employees against whom 
formal separation procecures are to be invoked of the action proposed and the 
provisions for appeal. Since the separation is necessary and advisable in 
the interests of the United States, the Director of Personnel will recommend 
to the Director in appropriate cases that he exercise the authority granted 
him in section 102(c) of the National Security Act of 1947, a9 amended. 
Persons selected for separation under these procecures will be informed in 
writing of the final decision of the Agency to effect their separation. The 
effective date of such separation shall be not less than thirty days following 
receipt of tha notice of finol decision. . : 


5, A limited number of additional copies of this memorandum may be 
obtained from the Director of Personnel by Deputy Directors who desire such 
copies for Heads of Carecr Services and other officials directly participating 


4n the persomel), reviews outlined above. 
: ! 


Alien W. Dulles 
: ‘Director of Central Intelligence 
op/Pers/CuSTewart:val (24 Jen 58) 
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OUT-PLACEMENT PROGRAM 


The Out-Placement Program was estab- 
lished last February to provide guidance and 
| assistance to Organization employees who 
{| have either become surplus to our program 
necds or who for personal reasons feel that 
a long tenure with the Organization would not 
be beneficial to either themselves or the i a 
; Organization. The primary administrative ; i 
eae ae | Objective behind the Out-Placement Program 
ie >< - 4s to assist well-deserving employees to make 
: an orderly transition from our service to other 
aa ' fields of employment, 

: Types of services furnished by the Out« 
Placement Branch are: (1) external employ- 
ment guidance in terms of current job oppor. 

nl : tunities in Federal, state, and local govern. or ee 
} mental units; international organizations; a. 
universities; and private industry; (2) assist. ee er 
i ; .) ance in developing job resumés and appropri- . See a : 
4 "ate employment data consistent with Organi- ao a ; 
* zation employment status; (3) arranging for lene 
.tdnternal security and cover clearances, as me 
=. -Fequired; and (4) arranging for specific exter- , D: ie 
‘nal employment referrals and interviews, ; Pe fo ; 
. '_ Although the current labor market is, and ; f at > | 
a has been, fairly tight, a number of successful A Tt 
out-placements have been made by this activ. pio teas 
ity, largely through the efforts of the Out- oe t 
pe . Placement Branch in diagnosing transferrable : — : 
skills of Organization employees and matching ES on j 
.them with jobs in the same or related fields, ty 
. tt ree a ee | 
* : = s 
' 
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OUT-PLACEMENT PROGRAM 


The out-placement program was established 
to counsel and assist selected employees in 


- gecking employment outside the Organiza- 


tion. This program was recently expanded to 
make these services available to personnel 
who plan to apply for retirement as soon as 
they qualify for annuities or who simply de- 
sire employment in other lines of work. 

Since the start of the program in 1958, 
many junior, intermediate, and senior offi- 
cials have been assisted in finding other em- 
ployment. Such assistance is made possible 
by compiling and keeping current as much 
information as possible concerning actual and 
planned openings in private industry, other 
Government units, international organiza- 
tions, and educational and research institu- 
tions. Also, interested employees are assisted 
in planning their contacts with prospective 
employers and in preparing and clearing job: 
résumés, 

Good out-placement results cannot always 
be assured on short notice. Therefore, indi- 
viduals who intend to transfer to other em- 
ployers should contact the out-placement staff 


well in advance of the time that such employ- . 
. ment should or must be located. Early action 


is particularly important for occupational 
fields, such as university teaching, in which 
hiring commitments are made. mainly on a 
cyclical basis. Bn he 8 
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AEC ANNOUNCEMENT NO.9 : "May 32, 1957 °” a ' 


AGREE:IENT FOR THE MOVEMENT OF PERSONNEL 
a BETWEEN THY CIVIL SERVICE SYSTEM 
AND THE ATOLMLC ENERGY COMMISSION 


TO: All AEC Exployees — } 
esa 
is You were recently notified of the agreerant approved by the Atomic Energy 


Commission and the U. S. Civil Service Conmission for the moverent of 
personnel betive:n the Civil Service system and the AEC merit system, ef~ 
fective June 9, 1957. Escauss of its intexest, importance, and benefit 

re to all AEC enpiloyees, the full text of the agreoment is being distributed 
by means of an attachiiont to this memorandum. 


oer This agreement \i11 broaden the career opportunities for Federal employees, 
and male it easier for them to move batween the competitive Civil Service 
and the AEC nerit system. Speci ti cally for AEC employees it will msan 

= they can transfer to positions in the Civil Service system and acquire com~ 


petitive status on a non-competitive besis under the conditions of the 
agreement. At the same tine, this mobility will make employment under the 
AEC merit system even rore attractive ~ a fact you should point out in dis- 


= cussing adventaces of ASC employment with persons who.may be interested. 
The basic framework of AEC's independent nerit system, of course, remains 
unche oengede 
mu 7 © 
Any questions you may have Hiearaine the provisions of the agreement should ; 
: be discussed with your personnel office. i 
= 
Attachnient i 
| Director 
= ganization 
a 
7 
‘= 
£ 
*, c 8 2 
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= : ESTWee] THS CLVIL SERViCs SYSTE Al 
THE ATOMIC EXERGY COM!ISSION 


In accordance with the authority provided in Section 06.7 of the. Givil . 
Service Rules, employees serving in positions in the Atomic Energy Commission 
may be appointed to positions in the competitive civil service and employees. 
serving in positions in the competitive civil service may be appointed to posi« 

4 tions in the Atomic Energy Comrission, subject to the following conditions: 


- 1. Type of appointment held before movement. 


ee et Employees of the Atori.c Energy Commission mist be serving in cone 
a tinuing positions under ABC regular appointments (excepted) or ARC 
regular appointments (excepted) (conditional). Enployees in the com- 
petitive civil service must be serving Jn continuing positions under 
career-conditional or career appointments, 


2. Qualification requirenents 
al Employees of the Atomic Energy Commission must mset the qualifica~ 
tion stendards and requirerents for the position to which they are to 
be appointed in accordence with the instructions in Section 10 of Chap- 
= ter X-l1 of the Federal Personnel Manual for trensfer of employees within 
the competitive civil service. Employees in the conpetitive service — 
must meet the regular standards and requirenents established by the 
Atoni.c Energy Commission for appointinent to the position. 


a Employces of the Atoitic Eneyey Commission’ must have served con~ 
tinuously for at least one yeex o/ in the Atomic Energy Cormission before 
thay may be appointed to positions in the coxpetitive civil. service 

io” : under the authority of this agreetent. Employs2s in the competitive 
civil service must have’ completed the one-year probational periods re 
quired ‘in connection with their career-conditional. or career appoint= 


] 
} 
: 
j 
? 
t 
} 
| 
t 
3. length of service requirement 
| ments in the cormpetitive service before they may be appointed to posi~ 


tions in the Atonic Energy Commission under the authority of this 
agreerent. oA a 
= he Sale ction; 
Employees of the Atomic Energy Comm.ssion may be considered for ape 
me pointment at the discretion of an appointing officer for positions in 
the competitive civil service in the same manner that employees of the 
competitive service may be considered for transfer to such positions. 
ss Employees in the competitive service may be considered for appointment 
| to a position in the Atomic Energy Commission on the. basis of their 
z : 
| -_ 1/7 This one year must be immediately preceding the transfer. 
j= | 
| (83 f 
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qualificetions for the positions to te filled without regard to the order 
of selection within qualification categories provided for in the special 

plan approved by the Civil Sezvice Commission for the Atonic Energy Com-~ 

mission under Section 21.11 (c) of the Civil Servico Regulations. 


te eee omen cet 


Enployees of the Atomic Energy Commission ho are appointed to com-- 
potitive positions under the terms of this agreament will have career 
or carcer-conditional avpointnents, depending upon whether they meet 
the three~year service requirement for career tenure. Tho principles 
on pages Ch-l2 at. seq. of the Federal Tersonnel Manual will apply, 
except that service which commences with an AEC regular appointinsnt (ex 
cepted) ov an AEC reguler appointment (excepted) (conditional) will be 
acceptable toward meeting the service requiroment. Enployees of the 
conpetitive civil service who are appointed to positions in the Atomic 
Energy Co:tission under the terms of this agreement will receive AEG 
regular (excepted) appointments or AEC regular (excepted) (conditional) 
appointments, depending upon the length of service requirement estab~ 
lished by the Atornic Energy Comission for such appointments. 
Probationary and trial periods 


man 


Employees who are appointed under this agreement will not be re- 
quired to serve new probationary or trial periods. 


Status 


Atomic Mnorgy Commission employees who are appointed in the com< 


‘petitive civil service under, the terms of this agreement will receive 


competitive civil service status, Thereafter, such cmployees will be 
entitled to the venefits and privileges provided by the Civil Service 
Conmission's rules, regulations and instructions for persons having 4 
competitive civil service status. Employees of the competitive civil 
service who are appointed by the AZC under the terms of this agrecment 
will have whatever privileges are normally provided by the AEC to persons 
who initially Teceive AEC regular (excepted) or AEC regular (excepted) 
(conditional) appointments in that agency. — 


Effective dato . Pipe wet 
This agreement shall become effective thirty days from the date on 
which it is approved. ices > £2 


‘ 


ea oo aa a. 


a 7 
as ~—~B4 eo = 7 
Approved For Release 2003/02/27 : CIA-RDP90-00708R000200160001-0 a 


24907 


GPO 6 
eee re ee Pe ee ret a cic #114 te. FAT SO GLAER Cd ALTRI LCRA Biel aS LILA eh Ditto Pee oe once Peed 


emer Gee te ee Os ae eee ee ee 


3 
Sear resem ete 


ee eee renee emerewees & 


. 
wn ere de ee eee men cre ee ane =) Ae eee 


A EE RR LR TNS a 


~ 


rr 


ge So ., S-E-C-R-E-T 


: ; a. Attachment & 
Approved For Release 2003/02/27. CIA-RDP90-00708R000200160001-0 
: i s 
= ge ‘ 
§. February 1965 
- : 
yo . C/PRD MEMORANDUM FOR: — Professional Recruiters (FY 65-32) 
| = : . : 
SUBJECT 7 : Out Placement Function Transferred _ 
; : to PRD | 
i oo te \ 
i 


. 1.” The Agency's Out Placement function was made my 
; responsibility on 2 February 1965, The Out Placement Branch 
25X1A (OoPB/POD), with ene serving as Chief, OPB/PRD, 
Sa will report directly to © ae: seed tae 


US” ap Gee Be SR 
2. With the imminent and continuing heavy Impact of the acceler- 
ated retirement program generated by enactment of the Agency's Early 
-Retirement legislation, | will be Involving myself largely in the retiree- — 
= placement program as distinguished from the other out-placement actions» 
OBX1A which[ branch will continue to handle. be Stain 
3. The Director of Personnel will designate a Deputy for 
Retirement Placement to assist me, but he will not function in the 
command line to OPS/PRD. . pita | 
25X1A °° 4 tam asking) ito divorce himself completely 
from. Recruitment in order to serve as my Special Assistant for 
= Rotiromen!t Placement Research. His research will be undertaken 
’ ‘immediately with the view to readying and keeping current a Continuing- 
» °~€Employment F-rospectus for every possibie field of endeavor in which 
wi “we might logically be seeking to place Agency retirees (Education, 
‘ Alumnf Activities, Professional Societies and Associations, State and 
Local Government, Trade Associations, Domestic and Foreign Com- 
| wi" ‘merece and Industry, Foundations, Real Estate, Banking, Securities, 
" @t cetera), While his studies will focus on opportunities for the retiree 
age group,’ they obviously will serve the entire out-placement service, 
“80. Etfective 18 February 1965,|__——=éds' tS: designated 
Deputy for Recrultment. He will have no placement responsibilities, 
= no function In the command line to WRO. 
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SUBJECT: Out Placement Function Transferred to PRD "" 4 a 
4 . ’ a or et re ae 

tr. “s pales ‘dee >. ui wea a ae ae 6 ‘ ets ines magi wat re 5 “t 

; .¢ wes the meds cor: 


F . ay hen fale %G . ft 7 wae . Bie : Bas 
6. Organizationally, ‘you wilt have’ two Immediate supervisors ¢ 


for thelr separate and Independent functions, my. Deputy for Recruitent 
and my Deputy for Retirement. Placement. Obviousty, the latter ' 


responsibility has been: lodged with me™because the PRD ° field establish- |, 
‘ment comprises a staff of Personnel. Representatives ideally situated | on 


and individually , qualified to manage effectively. the field facet of this ‘task, 
which, purely and simply,:is.the whole job--each man In his own : 
territory working his way Into the corporate and ‘other’ hierarchal | 


levels, at_which the decision:to employ is made, of his total territorial , 
community..and its non-public), quast-public,"and public sectors. 9°. 


*, 


. wy tstte 


“ay oot * . 


: r added:assignment, therefore, ‘for ‘all practicable purposes 
will be the placement:of. the retiree In the-city of his ¢hoice. Be, ” 7" 
counting and courting your community assets as’ they peak up in this 
new context. w%eu- WIL: find,thig added mission to your portfolio a... 
challenging, and: rewarding ‘responsibility,: T doe . Furthermore, Pam” 
certain you can see, in this added workload a ‘greater amount of 
security and stability, respectively, as regards the recruiter In the Job 


ere 
os 


and his territory remaining within ‘reasonable perimeters. Guidance ...,,, 
i ie one ” an OOS Ses woe! ° . 

will follow... What you hear now. ts! Planning. eee EDL oe is edad if 
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2 | Pes, a 8 18 March 1965 | 
. 
' Ft C/PRD MEMORANDUM FOR: All Recruiters (Fy 65-44) ee i. : 
et SUBJECT i $ Organization 7 : eo paenin tne wre : 
f Hl 1. As you have probably noticed, we have been going through the throes 
of nomenclaturitis, but we have settled on the following: - 
' if a. a. Internelly, the Division will be known es the Personnel 
| ~ Recruitment end Retiree Placement Division (PRRPD). This is such a 
is . mouthful, however, that the Chief will function externally, and to some 
| i extent internally, as Chief, Personnel Recruitment Division end Chief, 
| + Retiree Placement Services. - mae 
25X1A 25K 1A: 
=  . b. Recruitment will be Sa teen) a Branch under} | 
oi al es Field Recruitment Branch (FRB). 


“4 ¢. The Washington Recruitment Branch (wRO) will remain under 
Bex CO 3 
: ad. Leet old Out Placement Branch will be designated . 
Employment Referr ranch (ERB). Pl Qty Bye [ 25X14 


e. The retiree placement activity will function as the Retiree 


Placement Counseling Staff: (RFCS). 


2. The rendering of Fitness Reports for Field Recruiters will be the 
responsibility of a os? as the command line. RPCS, however, 
will have « direct Tinison channel, as will ERB, to oll Field Recruiters. 


= sevetemmem eee 


3. I see no complications that should crise from this arrengement., TI 
elready have sterted a separate series of C/RPS memorenda for instruction, 
guidence, and tequests for your assistance in the placement field. Some of you. 
already have started to feed me good idéas on the placement of retirees and 
younger resignees. Please keep this material coming my way. We never know 
where the next good idea is going to be genereted in this field. It is a 
bouncy business end we are going to have our ups end downs, but we are learning 
that our retirees ere "marketable" et almost any oge if we hit the right 


4 


25X1A 


conbination. 
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Crosspatch. A Freudian analysis of old 


’ Crosspatch might reveal that as a small boy 


he was tyrannized by an older sister, or maybe 
his wife gives him a hard time. At any rate, 
he likes to take out his resentment on the 
poor secretary. He blames her for the in- 
correct address which he rattled off. He 
doesn’t accept responsibility for his own poor 
grammar and sentence structure, gripes about 
the punctuation although his old-fashioned 
rules went out twenty years ago, and makes 
heavy handed corrections in ink on smooth 
copy and thus precludes an erasure. 


The Crosspatch dictator should remember 
that this business of dictation is a team job 
and as captain of the team he should: 

—Encourage his teammate to ask ques- 
tions, 

‘—Explain the nature of the project to 
her; don’t expect her to do the job in 
the dark. 

—Compliment her for a job well done. 
She’ appreciates encouragement. Let 
her know that you are grateful for her 
efforts, 


READY TO RETIRE? 


One of the more obvious observations to be 
made about early retirement is that the mid- 
career mark of the employees affected is 
moved in as much as ten years, closer. 


The Career Services and components con- 
cerned with the shortened service span of 
employees are certain to be changing their 
career management concepts. ‘The careerist 
himself, now in or nearing the zone of early 
retirement, cannot help viewing his new 
status with scrambled emotions. Overnight, 
he has caught the first glimpse of his career’s 
fading light—and he hadn’t exactly planned 
it that way.. 


It is a good question whether one is really 


ever ready to retire. For most, our work has 
a certain sentimental appeal that leaves one 
emotionally unprepared, even though econom- 
ically equipped. On the other hand, if one 
is unprepared economically, the emotional ad- 
justment can involve more than nostalgia. 


The rare individual who is both economi- 
cally set and emotionally reconciled to retire 
gracefully, and stay retired, needs no sym- 
pathy from us. Our sympathy is reserved for 
the retiree who can go it alone economically 
but has no place to go, or lacks the will to 
go, or both. In still a third category, how- 
ever, by these yardsticks, is the retiree whose 
economic situation is such that sympathy will 


not close the gap between his retirement in- — 


come and the ongoing cost of living. Rather 
than sympathy, this retiree needs a second 
career. Early retirement, in the old-fash- 
ioned, grandchildren-around-the rocking chair 
sense, makes no economic sense whatsoever, 
no matter how much he may wish it did. 


With the second-career retiree uppermost 
in mind, headquarters is strengthening its 
Office of Personnel out-placement program to 
help bridge the distance between Organiza- 
tion retirement and continuing employment 
after retirement. 


Research is being undertaken to determine 
and keep current the employment opportuni- 
ties available to Organization retirees in all 
of the non-public, quasi-public, and public 
sectors of American society. Both domestic 
and foreign employment possibilities will be 
continuously studied and sought out for our 
retirees whose skills and talents fill the bill, 
or can be sharpened sufficiently by retraining 
to make them truly competitive. 


These studies are progressing with the con- 


fidence our retirees possess basic qualifications 


readily marketable in the mainstream of 
American life, or which can be made market- 
able by reinforcement through refresher 
training or education. As these markets are 
identified, our retirees will recognize, of 
course, the type and amount of self-help they 
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must contribute in their own behalf, whether 
in the form of reading, home study, or formal 
schooling or training. ° 


Self-help, certainly, is the secret of success 
of any retiree’s finding suitable, satisfying em- 
ployment to call his-second career. Head- 
quarters can help by-pointing out the possi- 
bilities and making the first “pitch” by way 
of a solid recommendation, but the individual 
must sell himself, or herself. 


Ideally, the future early retiree will be 
aware of his retirement date sufficiently in 
advance (three to five years) to let him arrive 
at that destination with a clear picture of his 
next career—assuming he has prepared in- 
telligently for it in the meantime. 


Headquarters is exploring the mechanics of 
such on-the-job and off-the-job assistance as 
it can legally contribute to whatever prepara- 
tion the individual is making personally. It 
would be premature to suggest here what this 
assistance may amount to in any individual 
case, but, importantly, it is being examined in 
an environment of enlightened personnel 
management. 


Regional representatives of the. Director of 
Personnel, for retiree-placement activities, al- 
ready are established in several major .cities 
' throughout the United States. This has come 
about by the merging of the Organization’s 
expanded Out-Placement function with its 
existing Personnel Recruitment function— 
providing a staff of senior, experienced, profes- 
sional recruiters whose local and area con- 
tacts have long been employed to pave the 
path for deserving erhployees seeking a change 
of job scenery. The recruiters’ efforts in this 
area will now be formally recognized and in- 
corporated on an equal footing with their re- 
cruitment responsibilities. While their re- 
tiree-placement duties will not demand equai 
time with their regular recruiting schedules, 
these new duties will call for considerable up- 
dating of job possibilities in the recruiter's 
territory and the cultivation of new corporate 
and other community friendships to which 
the recruiter can turn in seeking to assist the 
retiree to resettle in the city of his: choice, 
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Moreover, a roster of employers whose execu- 
tive officials are favorably known by Organi- 
zation officials will be maintained as the re- 
pository of prime lead sources to whom the 
latter can turn in recommending a fellow em- 
ployee. ; 

___ The Office of Personnel will continue to pro- 
vide counselling insofar as accurately project- 
ing what an employce’s retirement income will 
be, and calculating the revised costs of health 
and life insurance plans he means to continue. 
Armed with these data, three or four years 
before the fact, desirably, the employee con- 
templating a post-retirement second career 
should check out his credentials and aspira- 
tions with Chief, Personnel Recruitment Di- 
vision. PRD will have in readiness a ‘‘Pros- 
pectus for Continuing Employment in Sec- 
ondary and Higher Education,” merely as one 
example—but documented, state by state, as 
to teacher certification requirements, starting 
Salaries, flelds in which a particular state is 
experiencing teacher or administrative short- 
ages (as opposed to the teaching fields in 
which overcrowding may be predicted), et 
cetera, 

As to other fields in which you would like 
to see a prospectus, you name them and PRD 

. will perform the research, and provide the 
contacts. Here again, you will want to get 
your feelers out well in advance of retirement. - 


The field of education is cited advisedly be- 
cause many of our careerists can qualify in 
this area after a minimum of refresher train- 
ing. Further, for the long-range planners, 
the retirement age in most States is 70. 


Other logical fields in which a separate 
prospectus will be prepared and maintained 
up-to-the-minute include banking, trade as- 
sociations, professional societies and associa- 
tions, alumni activities, State and local gov- 
ernment, real estate, securities, foundations, 
and franchising. 


Additionally we eventually hope to have 
influential tics with American business con- 
cerns and industries, both those which operate 
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domestically and those which do business or 
have investments abroad. 


We mean to throw out a very wide net— 
especially since learning of a museum sceking 
an administrative officer, a firm secking an 
administrative officer, a firm seeking an Or- 
ganization-experienced officer to be its as- 
Sistant to the president, and a large concern 
operating abroad which aims to fill one of its 
positions with an Organization man of ex- 
ecutive caliber, 


But getting back to the business of self- 
help, a retired Army officer now teaching col- 
lege math has this to say: “I was one of eleven 
retired officers studying at Duke University 
for a Masters degree in teaching math. To- 
ward the end of the course we all looked for 
a job in a field where vacancies are plentiful. 
We all sent out resumes and we all visited 
various colleges. No one found a job by mail- 
ing resumes. All of us found jobs in the 
colleges we visited. While I think good re- 
sumes are important, there is nothing like per- 
sonal contact with prospective employers.” 


Another retired officer stated, “Resumes are 
over-rated. Isent out 50. Received answers, 
but no positive leads.” A third retired officer 
Offered this advice: “Take any job in a field 
you know the most about. If you have what 
it takes to advance, you'll do so; but don’t 
try to start at the top. Personal ‘contacts 
can be good or bad. Be sure the person you 


know thinks highly of you.” 


In a world in which life reputedly begins 
at 40, the inner world of the early retiree is 
one in which his first career can end a few 
years later. By this reckoning, give or take 
& year, the time to start thinking seriously 
about a second career would be at age 45. 


Many of today’s 20-year military retirees, both 


employed and unemployed, insist that a better 


‘time to be planning a second career would be 


at the very outset of one’s first career. We 
buy this provided it isn’t overdone—as in the 
case of the employee who, when asked when 
he started working for his present company, 
replied, “The day they threatened to fire me.” 
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PROGRAM EVALUATION 
AND REVIEW TECHNIQUE 
(PERT) 


PERT was spccifically designed in the mid- 
50’s to expedite the Polaris missile system and 
has been credited with having cut two years 
off its development timetable. 


Defense and industry got. their first look at 
PERT when Navy’s Special Projects turned 
out a Polaris firing nuclear submarine years 
ahead of schedule using a topnotch manage- 
ment staff and this dynamic management 
concept, 


PERT was developed by the Navy for its 
Polaris program to provide a fast, computer. 
ized management tool to aid in the planning 
and evaluation of progress in the development 
of the weapon system. 


PERT is a management tool. It provides 
the manager a useful, systematic method of 
planning, scheduling, and monitoring his 
project or task. PERT does not do this auto- 
matically, nor does it guarantee that a project 
will achieve its objectives within cost and 
Schedule goals. However, it does provide a 
discipline that significantly aids identification 


and correlation of all project elements, thus 


reducing the possibility of overrun or slippage 
due to oversight. The PERT system is char- 
acterized by simplicity, flexibility, and predict- 
ability. It may be applied to a wide variety 
of projects ranging from short duration, low- 
cost tasks to largé, complex development pro- 
grams spanning several years in time and in- 
volving many contributors. It assists materi- 
ally in managing effort applied toward proj- 
ect objectives. The impact of current status 


on future plans is also reported, thus provid- 


ing the manager with the capability for an- 


ticipating future problems in time to~take-~——~~ 


corrective action. 


Even though PERT is looked upon by some 
as just another management gimmick, it is 
the only system that provides managers with 
instant information in the achievement of 


Current objectives. It is the only system 


which allows the manager to see what effect 
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CENTRAL INTELLIGENCE AGENCY 
RETIREMENT ACT OF 1964 FOR 
CERTAIN EMPLOYELS 
Mr. MANSFIELD. Mr. President, I 

asl unanimeus consent that the Senate 

proceed to the consideration of Calen- 
dar No, 1896, IDR. G427, 

The PRUSIDING OFFICER, 
Dill will be stated vy title, 

The Leatsuatinn Carn. A bE GER, 
B27) to provide for ihe establishment 
and maintenance of a Central Tntciii- 
rence Acency Retirement and Disability 
System for a lniited number of cm- 
ployees. and for other purposes, 

The PRESIDING OTFICER. Is there 
obiection to the present consideration of 
the bill? 

There beiusy no objection thea Senate 
proceeded ta consider the Wit, whieh 
find been reported frou: thie Connittee 
on Arined Services, Wilh pn amendment, 
to strike out albatter the ennacdiins ehause 
and fisert: 

TITLT I-—--TITLE AND DLVINITIONS 
Part A—Tille 


The 


*"Contral Intellivence Agct.cy Retirement Act 
of 1064 for Curtain Employees". 
Part B—Definitions 
Src. 111, When used In thie Act, the term— 
(1) “Agency” means the Centrul Intelll- 
gence Agency, -- 
. (2) “Director” means the Director of Cen=- 
tral Inteitigence; and 
(3) "Qualifying service’ means service 
performed as a porticirant tn the system 
or, In the case of servieo prior to designation, 
gervice Cetermined by the Director to havo 
been performed in enrrying out duties do- 
eeribed in section 203. 
TITLE U—TUN CENTRAG INTCLLIGENCE AGENCY 
RETIREMENT AND DISADILITE SYSTEM 
Part A—Establishment of system 
. Rules and Regulations 
~~ “Seo, 201, (n) The Director may prescribe 
. rules and resitations for gho establishment 
“and maintenance of a Gentral Intelligence 
Agency Eetirement and Disability System 
for © Umited number of enployces, referred 
to hereafter ag the sy:tem; such rules and 
regulations to become effective after approve 
al by the chairman and ranking minority 
“members of the Armed Services Committecs 
of the HMaure and Somite. 
(by The Diveetor shill sditntoter tho rye 
_ tom Tn ageor dane WELT stich) putes aad regis 
Tatton otat with Cl pelneiplesa estebitaed 
eby thin Act. 
' "(e) Tn'the interesta of the recurity of tbo 
forelyn inteligetice aclivittes at the United 
States and in order further to Implement 
the proviso of rection 102(d) (3) of the Na- 
tlonal Sccurity Act of 1917 ns amended (50 


tral Intelligence shall be responsible for pro- 
tecting intellthence sources and methods 
from unauthorived disclosure, and notwithe 
standing the provisions of tho Administrative 
Procedure Act «5 U.S.C, 1001 ct seq.) uF 
any other provisions of law, any determinie 
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Stc, 101. This Act may bo elted as the 
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. U.S.C. 403(d) (3)), that the Director of Cen-. 
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nil coneliive and not subject to teview by 
any court, 


Pitablighmient and Matntenineu of Mund 


Bie. 902. ‘Ehote ly hereby created a fund 
to be kus 4 the Central Intetticence 
Acency Tetirement aud Dianbility Mune 
hich shell ‘be maintained by the Director, 
The Central Inteiinence Agency Retirement 
And Disability Fund is referred to hercalter 
as the fund. 

Participants 

See. 203. The Director may desinnate from 
tlme to time such Areney officers and cme 
ployees whose dutics are determined by the 
Director to he (1) tn support of Agency ace 
tivities abroad hazardous to Nfe or health or 
(ig so cpecisilzed because of security res 
quirements as to be clenrly distinculshahle 
from normal government employment, heres 
aiter referred to an participanta, who ehall 
be entitled to the benefits of the system. 
Any participant who has eompleted fftron 
years of service with the Auency and whose 
career at that time ts adjucdyed by the Dil- 
rector to he quatifying for the system may 
elect to remain a participant of such sys 
tem for tho duration of hls employment by - 
the Agency and such election shall not bo 
subject to review or approval by the Direc 
tor, 

Annultants 


Ree, 204, (a) Anniitanes ehall be partict- 
Punts who are recelying onniities fram tho 
sun ane all perasna, dnetuding aurviving 
wires and obusbands, widows, dependent 
widowers, children, and beurielarios Gf pute 
tetpania or anmiitantg whe siiall become 
entitled to receive an..witles in accordance 
with the provicions of this Act. 

(b) When used In this Act the term— 

(1) “Widow means the surviving wife of 
Q participant who was marricd to such pare 
tletpant for at least two years immediately 
“preceding his death or is the mother of issuo 
by mnarriago to the participant. 

(2) “Denendent widower means the sure 
viving husband of a participant who was 
married to such participant for at least two 
years immediately preceding her death or is 
the father of issue by marriage to the par- 
ticipant, and who Js Incapable of eclf-support 
by reason of mental or physical disabuity, 
and who received more than one-half of his 
support from such participant. 

(3) “Child”, for tho purposes of sections 
221 and 2323 of this Act, means an unmarried 
child, Including (1) an adopted child, and 
(11) n stepchild or recognized natural child 
who secelyed more than one-half of his supe 
port from and lived with tho participant in 
a recular parent-child relationship, under 
tho age of cightcen years, or such unnmiarricd 
child regardless of age who because of physe 
ical or mental disability incurred before ago 
eighteen is incapable of self-support or such 
unmoarricd child between eighteen and 
twenty-one years of ago who Is a student 
regwarly pursuing a full-timo course of study 
or training in residence In a high school, 
trado school, technical or vocational instt- 
tute, Juntor college, college, university, or 
comparably recognized educational institu. 
ttan, A child whose Lwonty-firnt birthday 
ove ura prior to July toon acter Atyuot ot of 
any entendar year, and whitlo ha ia regularly 
pursuing, such a course of ctudy of training, 
shall be deemed for the purposes of this 
paragraph and section 221(c) of this Act 
to havo attained the age of twenty-one on 
the first day of July following such birthday. 
A child who Is 9 student shall not be deemed 
to havo ceased to be a student during any 
interim between school years If tho interim 
does not exceed four months and If he shows 
to the satisfaction of the Director that ho 
has a bona fide intention of continuing , 
pursue « course of study or training in t 
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tohont yenr ta diviced) lormediately fallewe 
ing the Interim. 
Part R—Compntory contributions 


fre. Qi. tay Six and eneehall per centum 
of the baie anfary received by euch pare 
ticlpatit shall be contributed: to the func for 
the payinent of anmiiities, earh benents, re. 
funds and allawanees, An equal sin shall 
also be eontributed trem the respective Ape 
propriation or fund which fy ured for pays 
ment of hia saiaeg, ‘The amounts deducted 
and withheld from baste salary together with 
the amounts so contribttted from the Appra- 
printion or fund shall be depmsited by tho 
Agency to the erecit of the fund. 

(b) Ench particinant shall be deemed to 
consent and oevce to such deductions from 
basic calary,;and payment less stich deduce 
fens shall he a full and complete diccharre 
and acquitunee of atl claims and demands 
whatsnever fur all revular rervices during tho 
perind covered by auch payment, except tho 
right to the benefits to gwhich he ehatl bo 
entitled under this Act, notwithstanding any 
Inw, rule, or regulation affecting the Individe 
ual's ealary. 

Part C—Computation of annuities 

Sre. 221. (a) The annuity of a participant 
shall be equat to 2 per eentum of his averare 
basic salary for tho highest fivo CONscanive 
years of service, for whieh full contributions 
have been made 6 the fund, multiplicd by 
tho number of gears, not exceeding thirty. 
five, of nervico credit obtatarad in necardanco 
with Uho providdns 2 reettans 291 nnd 253, 
Jn cletermining: tho agereswte prrisd cf serve 
Jee upon which tho annuity t1 to bo bnsed, 
the fractional part of a mcnth, if any. shall 
not be counted. 

(bh) At tho time of retirement, any marricd 
participant may clect to receive a reduced 
annuity and to provide for an annuity pay- 
able to his wile or her husuand, commenclag 
on the date following cuch participant's 
death and terminating upon tho death or 
remarriage of such surviving wife or hitge 
vand, The annuity payable to the surviving 
wife or husband after such participant's 
death shall be 55 per centum of the armount 
of the participant's annuity computed as 
prescribed in paragraph (n) of this eection, 
up to the full amount of euch annulty specl= 
fied by him ns the base for.the surviver 
benefits, The annuity of tho participant 
making such electton shall bo reduced hy 
Qi, per centum of.any amount up to 63,CC0 
he spccified as the base for the survivor 
bencti¢ plus 10 per centum of ony amount 
over $3,600 so specified, . 

qe)t1) If an annuitant dies and is sure 
vived by o wife or husband and by a child 
or children, in addition to the annuity paye 
able to the surviving wife or husband, there 
shall be patd to or on behalf of cach child 
an annuity equal to the smallest of: (1) 40 
per centum of the annultant’s average basic 
salary, ng determined uncer paragraph (n) 
of this section, divided by the number of. 
children; (it) $600; or (iil) 91,009 divided 
by the number of children, 7 

(2) If an annuitant dics and ts not sure | 
vived by n wifo or husband but by o child 
op elildren, euch aurviving child shall bo 
pauld an annuity equal ta tha rmalient of 
(1) 69 per centum of the aAnnUitinl’s averse _ 
ayo busts eulary, a5 aetermined under paras 
graph (a) cf this eectlon, divided by tho 
number of children; (i!) 8720; or (111) $2,160 
divided by the number of children. 

(d) Ifa surviving wife or husband dies or 
the annuity ef a child is terminnted, the 
annuities of any remaining children shall - 
bo recomputed ond paid as though such wife, 
husband, or child had not survived the par- 
ticipant. . 

(e) Tho annuity payable to a child under 
paragraph (c) or (d) of this section shalt 
begin on the day after the participant dics, 
2060 46000O16y or any right theroto shall 
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terminate on the Inst day of the month hes 
fura (1) hts Attatetine: ace eighteen uniecs 
Incapable af relfecupport, (2) his heeomibre 
copette ef reltecupport after age elhtesn, 
(8) hir marrhice, or (4) Ida death, enesng 
that the annuity of a ehlld who ts a ctudent 
AS Ceretibed In cection. nOf(b) (3) of this Act 
chsll terminate on the last day of the month 
before (1) Ils marriage, (2) his death, (3) 
Nis cenel; to be such a student, or (4) 
his attaining ace twenty-one, 

(fT) Any utinarried Participant retiring 
uncer the provisions of this Act and found 
by the Director to be in good health may at 
the tine of retirement clect a recluced ans 
nufty, in eu of the annuity as hereinbefore 
provided, ane dectonate tn writing a person 
having an insurabte Interest (aa that term 
is used in section O(h) of the Civil Seryico 
Nettrement Act (5 USC, 2259(h))) In the 
Partielpant to receive an annuity after tho 
participant's death, Tho annutty paynble 
to the parttelpant matin, such election shalt 
be reduecd by 10 per centum of an annuity 
compited ea provided in paragraph (a) of 
this cection, and by & per centum ef an ane 
mutty co computed for each full Ave years 
tho person Cesiqnated ts younrcer than tho 
participant, but such total reduction shalt 
not execed 40 per centim. The anuity of an 
evevivor destenated wnder this porssranh 
sath by 65 per centum of tha reduced one 
nulty compttted aa preacribed above. ‘The 
annulty payebte to © benenelary under the 
Provisions of this paragraph pahall berin 
on tho frat day of tho next month efter 
tho participant dies, Upon tho ceath of the 
surviving boneflctary al payments alatl erase 
ond no Lirther annuity payments authorized 
Under this paragraph shat bo duo or payable, 

Pert D—Rencfta aecriting to certain 
particivnants 

Netiremoent for Disabiity or TIneapacity—— 

Medteal Examination—Recovery : 

Bre, 232. (n) Any particinant who has five 
years of rorvico credit taward retirement une 
dee the system, excluding military or naval 
Eervico that Ja exedited in accordance with 
Provistona of rection 251 or £323(0) (2), and 
who becomes totally cieabled or Incapaci« 
tated for usoful and efictent service by tene 
con of diceace, Mlincss, or Injury nob due to 


“vittons habits, Intemperance, or willful mise 


conduct on his part, shall, upon his own ap- 
Mication or tpon order of the Director, bo 
retired on an ennuity computed as presctihed 
If tho disabled or inenpas 
cltated participant jg under alxty and hog te 
than twenty senra of cevvleo eredit toward 
nia retirement under the ovatem ag the thine 
ho Js retired, Ais annulty ahall te computed 
on tho ncsainpiion that ho haa had twenty 
years of ecrvico, but tho additlonal seryica 
edit that may accruo toja participant uns 
der this provision shatlfn no caso execed 
the difference between his aro at the time 
ef rotirement and ago sixty, but this provi- 


ston shall not incrense the anulty of any - 


survivor, 

(b) In cach ease, the participant shall bo 
fiven a medical examination by one or moro 
duly qualified physicians or surecons desigs 
nated by the Dircctor to conduct examinn- 
tions, and disability ahall bo determined bz 
the Mirector on the basis of the advice of 


- uch physictans or surecons, Unless tho dise 


ability is’ permanent, Mke examinations shall 
bo mado anuually until tho annultant has 
reached the sintutory mandatory retirement 
ogo for his grado as provided In sectton 233, 
3€ tho Director determincs on tho basis of 
tho advico of one or more duly qualined 
phystelans or surgeons fonducting such exe 
amilnations that an annuitant has recovered 
to tho extent that bo can return to auty, tho 


/Annultant may apply for rolnstatement or 


Feappointment in the Agency withia one doferred refunding. io 
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year from the date his recovery ts determined, 
Upon appitcation the Director miny reinstate 
any stich recovered dirability nnnuttant tn 
the gerade in which he was cerving at time 
of retirement, ar the Director may, tating 
{nto consideration the are, quantdeations, 
and experience of such onnultant, and the 
Precent grado of hia contemperarics in tho 
Ascency, Gppoint him to a grade Nichaer Chan 
tao ono in which he was serving prior to 
tetirenient.,. Poyment of the ennulty chald 
continuo tintll a date six months after tho 
dato of the examination chowiny recovery 
or until the dato of reinstatement or re= 
Sopotntment in the Agency, whichever t9 
earlier, Fees for examinations under this 
rrovision, tesether with reasonable traveling 
nel other expenses Incurred In order to aube 

It to examination, ohall bo patd out of 
tho fund. If tho annuitant falls to submit 
to examination as required uncer this rece 
tlon, payment of tha annuity shalt be ous 

» Pernded untit continuance of the disability 
f9 catisfactorily established, 

(c) If & recovered dinnbiity annultant 
whoso annuity ts discontinued is for ony 
reason not relnstated or reappointed in tho 
Asency, he shall bo considered to hava keen 
separated within the meaning of parevranhs 

“(a) and (b) of cestion 93443 of the cate ho 
Was retired for dicabitty and he eliall, after 
tho dlscontinttanee of the elisabitity annuity, 
bo entiticd to tho benefits of that rcetion 
or of rection 241(a) except that he mag elect 
voluntary retirement in accordance with tho 
provisions of rection 233 If he can quty 
tuulor its provistons, 

(1) No participant shall ho entitted to 
reerivo ai annitity under this Act and came. 
penration for Injury or dtiability to himeele 
under tho Feeleral Employees’ Compensation 
Act of September 7, 1916, as amended (5 
U.S.C, 751 ct seq.), covering the camo period 
of time. ‘This provision shall not bar tho 
right of any claimant to tho Creator benons 
conferred by cither Act for nny part of 
the same period of tima. Neither this pros 
vision nor ony provision of the entd Act 
‘of Eentember 7, 1915, na amenced, shall 
he so construed as to deny the right of any 
participant to receivo an annuity under this 
Act by recson of hts own services and to re~ 
eslvo concurrently. any payment under such 
Act of September 7, 1916, as amended, by 
rerson of tho death of any other person, 

(¢) Notsvithstanding any provision of Inw 
to the contrary, the right of any person ene 
titted to an annuity under this Acs ahalt not 
ho affected because auch person has received 
an award of compensation tt. lump sum ine 
ler rection 14 of the Pederal Lmplo;yees’ 
Compensation Act of September 7, 1016, as 
amended (6 U.8.0, 764), except that where 
such annuity is payable on aceount of ths 
fame disability for which compensation under 
Stich section has been patd, 60 much of such 
compensation as has been pald fer any period 
extended beyond the date auch annuity hee 
comes effectivo, ns determined by tho Scere- 
tary of Labor, shall bo refunded to the De« 
partment of Labor, to bo patd into the Fed- 
eral emptoyecs’ compensation fund. . Before 
such person shall receivo such annuity ho 
shall (1) refund to the Department of La- 
bor tho amount representing such commuted 
payments for such extended pericd, or (2) 
authorize tho deduction of such amount 
from tho annuity payablo to him under this 
Act, which amount shall bo transmitted to 


such Department for relmbursemont to such’ 


fund, Deductions from such annuity may bo 
mado from accrued ond accruing payments, 
or may be prorated against and paid from 
accruing payments in such manner ns the 
Secretary of Labor shali detcrmino, when= 
ever ho finds that the financial circumstances 


of tho nnauitsnt are such as to warrant such. 


Reet ane atey oe 
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Death In Eecrvico : 

Bre, 233, (n) In erso a particlpins dies and 
no chum for annuity is paysbia under the 
providons of thid Act, Nila contribution ta 
the fund, with Interest at tho rates pre: 
feribed in rections Sii{a) and 23t(a), shall 
ho patel In tho ores: of precedence shown 
In cectlon 2it(b). 

(b) Ifa participant, who haa nt least five 
years of servics ercadtlt toward retireinent uns 
der the system, excluding military or naval 
cervice that ta ercelted in necerdanes with 
tho provisions of section O31 cr £52fa1(2), 
dlea before separation or retirement from tha 
Agency and is survived by a widow ara ds 
pendent widower, aa ctefined in rection 204, 
such wielow or dependent widowers shall ba 
entitied toan annuity equ to 55 per coarum 
of the annulty compn'sd in neeordanes with 
the provisions of section 23l{a). The ane 
nulty of such widow or dependents icower 
shall commenco on tho date followin: death 
of tho participant and chall tezminnte upen 
death or remarrings of tho svitiory nz dee 
pendent wilever, or unen the carendent 
widower's hecoming earable of relf-supnors, 

(c) Ifa participant who hag ns les ave 
years of service ereult towaril retireracat uns 
der the sgstem, exehitine militery or naval 
fotvico thas ts erediterd ta aasosciies with 
tho provirions of sention 85l er Attn) 12), 
(Nes heforo semaration cr retirement from the 
Ageney and f3 survivect by oa wits orn huse 
bend and a child or children, esch anevivine 
elitid ahall bo entitled to en annuity come 
puted tn accordance with t19 pravisions of 
section 231fe)(1). Tho child's sannuly shall 
hegin and bo terminated In necesdanes wits 
the provisions of ecetion [21(e). Unon the 
death of tha curviving wife or heshend or 
termination of tha annitity of n ehttdt, the 
ennuitics of any remaining chileren shail bo 
recomputed and pale ed tiiouel stich wife or 
huchand of child had not survived the pare 
tictpant. 

(a) Ifa participant who nas nt least five 
years of services credls towarel petirement une 
or the system, exeinding military ar naval 
corvice that is eredited in necercdanes with 
tho provisions of rection 251 or 25212342), 
dieg before separation or retiremént fzom 
tho Agoney and {3 nob survived by n wile or 
husband, bus bz7,9 chit or ehtiersn, each 
surviving ehtld chall bo entific? to an ane 
nulty computed in accordanco with the pros 
visions of section 221(¢) (2). Tho ehtid’s ane 
nulty shall begin and terminate in necord> 
oneg With the provisions of rection 221(a), 
Upon termination of tho annulty af sa ehtid, 
tho annutt!es of any roemalning children 
ohall bo recomputed and pric os thoush that 
ehild had nevor been entitled to the bene= 
ne, ‘ 


Yoluntary Retiremens 


Sco, 239, Any participant in the system who 
is nt least Nifty years of nee and has rene 
ered twenty yenrs of cervleo may on his 
own application ant with the concent of the 
Director be retired from tho Agsney and ree 
ceivo benefits In accortance with the pro- 
vision3 of rection 221 provided he has not 
less than ten years of service with the 
Agency of which at least five shall have been 
qualifying service. 

Discontinued Service Benefits 

Sre. 234. (an) Any particinant who scpas 
ratcs from tho Agency oiter having per 
formed not Icss than Avo years of service 
with tho Agency, may, upon separation from 
the Agency or ot any timo prior to bee 
coming cligiblo for an annuity, clect to hare - 
his contributions to the fund returned to 
him in accor@ance with the provisions of 
ecctlon 241, or (excapt Jn cases where the 
Director determines that sepanition was 
based in wholo or in part on tho ground of 
disloyalty to tho United States) to leave bis. 
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OUUEE CLOT FO Ere Cece arsed peared by tte 
SUEY, eerttapytnteed sa. pire 6 tibed ba ceetion 2b. 
Come ey, ek Pe dete of DlWtv- wo vent 

(Oy Thon parttetporst wire dees qualttiod In 
secordabee with Che provisions af paragraph 
(ay of Unis section to receive a deferred Wie 
DuUltLy conmmenciim at Che age of alxty-two dics 
before reaching the are of sisty-two his cone 
tributions to the fund, with interest, shall be 
paid in necordance with the provistong of 
sections 24) and 2al. 

Mandatory Tethroment 

Suc. 238. (a) The Dircetor mivvy in his dis 
cretion place in a retired status any partict- 
pant who has compicted at lerst twenty-fve 
vears of service, on Who Js it Torst nity years 
of are And has commfered ot least twenty 
years of service, provided suen participant has 
Mat fess than ten years of cervice with the 
Ageney of whic at least tive shall have been 
quallfying service. If so retired. such partici- 
pant shall receive retirement benelts In ace 
cordance with the provisions of section 221, 

ib) Any participant i the system recelvs 
Ing compensation at the rate of grade Git-18 
or nbovo shall be automatically separated 
fram the Aceney upon reaching the are of 
nixtyefive. Any participant in the system re. 
ceiving compensation mt ono rate lecs than 
ere C16 TB hath be maton tealy neqarated 
Crome the Agenes pian recettnry the age of 
alxty, Bact aepatattens nhidh be etteetive at 
Che Tnat day of Che rend ty i wittels a parttets 
Pant teaches nee ataty or HERE VTi, i rpeeds 
Ned in thts rection, bat whenever the Direce 


toy alall determine it ta be toe the publie ine. 


terest, he may extend such partlelpnne's serve 
tee for a period not to exceed Mve years, A 
participant separated under the provisions pf 
this section who has completed five years of 
Arency service shall receive retirement bene- 
fits in accordance with the provisions of Kec 
tion 221 of this Act. 
Limitation on Nutnher of Retirements 
Src. 236, The number of participants re- 
tirlng on an annuity purstuint to sections 
239, 234, and 935 of thia Act shall net exceed 
nv total of Cour hundred during the period 
ending on June 90, 1969, noe a total of four 
hundeed during the period herluning on 
July 1, 1969, ane endtiaug on ane tO, 197, 


Part E—Disposition of contribrutions and tne 


terest in ereess of benejits receired 

Sec. 24t. (an) Whenever a piuriicipant he- 
comes separated fron the Agency without bes 
coming eligible for an annulty or a deferred 
annuity in accordance with the provisions of 
this Act, the total amount of contributions 
from his aatary with intevest thereon at 4 
per centum per annum to December 3, 1947, 
and 3 per centinn per annum tlhereatter com- 
pounded annually to December 31, 1958 for, 
in the case of a participant separated from 
tho Agency before he has cpmipicted five yoars 
of service, to the dato wl separation) and 
proportionately for the period served during 
the yenr of separation tneluding all contribtte 
tions mace during or for such period, except 
us provided in scetion gat, shall be returned 
to him, 

(bp Tw the event that the total contribu. 
tions of a retired participant, other than 
voluntary contributions made in accordance 
with the provisions of section 281, with ine 
terest at tho rates provided im paragraph (9) 
of this section added thereto, excced the total 
amount returned to such participant or to an 
annuttant claiming through him, in the form 
of annuities, the excess of the accumulated 
contributions over the accumulated annuity 
payments shall be patd in the following or- 
der of precedence, upon the establishment of 
a valld claim therefor, and such paymont 
shall bo a bar to recovery by any other per- 
eon: « 

(1) To tho boneficiary or bencfictarics 
desipnated by such participant in writing to 
tho Director; ’ 
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C2) Ff there be ne nich byochintary to the 
SUVivie WHC er biden of mete purtict 
paul: 

Ch) Th none ef the above, lo the ehitd or 
Aitdren ef sue participant and deceendin ts 
of deceased children by representation; 

4) If none of the above, to the parents of 
Bich participant or the survivor of them; 

(h) Tf none of the above, to the duly ap- 
pointed executor or administrator of the 
estate of such participant; 

(G) ff none of the above, to other next of 
Kin of such participant as may be determined 
by the Director In his judgment to be Jegally 
entitled thereto, 

(c) No payment shall be made pursuant to 
paragraph (b)(G) of this section until after 
the expiration of thirty days from the dewth 
nq the retired participant or his surviving 
anninttint, 

Part F-—Period of service for annuities 

computation of Length of Service 

Sre. 251. For the purpose of this Act, tho 
perio of service of a participant shall be 
computed from the date he becomes a pare 
tleIpant under the provisions of this Act, but 
all periods of separation from the Agency and 
ko much of any leaves of abrence without pay 
na may exceed six months In tho raggregate 
Inany ealendar year ahall be exectueted, ex. 
cept leaves of abscnea white ceceivtin benes 
Hes wider the Federal Enaployees’ Compene 
Hatton Ach at Septembee 7, UU, ve criensatect 
(WEG ThE et neq.) nnd bese af ntisonee 
franted purttetpants white performing vetive 
and henorebte military or naval service in 
the Army. Navy, Air Force, Marine Corps, oF 
Coast Gunrd of the Untted States. 

Prior Servico Credit 

See. 252. (2) A participant may, aubject to 
the provisions of thls section, inciure In his 
period of service— 

(1) civilian service In the exccutive, judt- 
clal, and Iegisiative branches nf the Federal 
Government and In the District of Columbia 
fovernment, prior to becoming 4 participant; 
and 

(2) active and honerable military or naval 
rervice in the Army, Navy, Atr Force, Marine 
Corps, or Const Guard of the United States 
prior to the date of the separation wpon 
which titte to anniity is based. 

(bp A parttelnant may obtain prior civilian 
sorvice credit In accordance with the pro- 
visions of paragraph (a) (1) of ‘this section 
by making a special contribution to the fund 
equal to the percentage of his basic annual 
sitlnary for ench year of service for which 
ercdlt is soucht specified with respect to such 
year In the table relating to employees cons 
tained In section 4fc) of the Civil Service 
Retirement Act (5 U.S.C. 2254(c)), together 
with interest computed as provided In sec 
tion 4(e) of such Act (8 U.S.C, 2254(e)). 
Any such participant may, under such cone 
ditions ns may ho determined in each ine 
stance by the Director, pay sich special con- 
tributions in installments. 

(cy(t) Tf an officer or employee under 
somo other Government retirement system 
hecomes A participant in the system by direct 
transfer, such oMcer or employce's total con- 
tributions and deposits, including tterest 
accrued thereon, exeept voluntary contribue 
tions, shall be transfcrred to the fund effec- 
tive as of the date such officer or employce 
becomes a participant In the system. Each 
such oifcer or employee shall be cleemed to 
consent to the transfer of sich funds and 
such transfer shall be a complete discharge 
and acquittance of all claims and demands 
agAinst the other Government retirement 
qund on account of service rendered prior to 
becoming a participant In the system. 

(2) No participant. whose contributions 
aro transferred to tho fund in accordanco 
with the provisions of paragraph (c) (1) 
this section, ehall be requircd to mnke co! a 


, 
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Seplember 25 
tbations da addinion to thou transfered 

for periods of ervies for whiely full colette 

Hons were qande to the other Government 

retirement fuiued, ner «halt any Teftund he 

made toaoy meh parieipant on necont of 

contributions made during any period to the 

other Government retirement fund at a 

higher rate than that fixed for emploseea by. 
section 4fe) of the Civil Service Retirement 

Act (5 U.S.C. 2254(c)) for contributions ta 

the fund, 

(3) No participant, whose contributions 
are transferred to Ure fund ino acensdance 
with the provisions of paragraph (co) 4) of 
this section, shall receive eredit for pericds 
of rervice for which a refund of contributions 
has been made, or for which no contrivue 
tions were made to the ether Government 
retirement fund, A participant may, howe 
beat obtain eredit for such prior rervice by 

nakine a spectal contribution to the fund in 
accordance with the provisions of paragraph 
(hb) of this section. 

(a) No participant may obtain prior elvil» 
fan service ercdit toward retirement under 
the system for any period of civilinn gesvice 
on the basis of which he 3 recetving or will 
in the future be entitled to receive any ane 
nuity under another retirement system cove 
ering elvilian personnel of the Government. 

(oy A participant may abtain prieg mie 
tary or naval cerviee credit in necordanee 
with the proviniona af paragraph (ay ci of 
thin neetian by applylug for it to the Dirces 
tor prior to retirersent or neparition from 
the Arancy. Uowever, in the case of © pare 
tlefpant who is ecliciblo for and receives req 
tired pay on account of military or naval 
rervice, the period of gerviee upon which such 
retired pay Is based shall not be included, 
except that in the enso of a particinant who 
in elimble for and recelves retired pay on 
account of a service-connected diminlity ine 
curred in combat with an enemy of the 
United States or caused by an Instrumens 
tality of war and incurred In line of chute 
durlig a period of war (as that term 14 thecial? | 
in chapter 11 of title 38, United States Cocten, 
or fs awarded unter chapter 67 of ttla 10 of 
tho United States Code, the period of such 
milttary or naval service ehall be Inclueted, 
No contributions to the ftind shalt be ree 
qittred fn connection with military or naval 
service credited te a participant in accords 
ance with the provisions of paragraph (a) (2) 
of this section. 

(f) Notwithstanding any other provision 
of this section or section 253 any military 
service (other than military service covered 
by military leave with pay) performed by o 
pitticipant after December 1950 shalt be ex- 
eluded tn determining the Aggretate period 
of service upon which an annuity payable 
under this Act to such participant or to his 
wicow or child is to bo based, !f stich particle 
pint or widow or child is entitled for would 
Upon proper application bo entitied) nt tho 
time of such determination, to monthly old- 
age or survivors’ benefits under section 202 of 
the Snclal Security Act, as amended (43 
U.S.C, 402), busect on such participant's wages 
and scl{-employment income. If in. the enre 
of the participant or widow such military 
service Is not excluded wnder the preced'ng 
sentence, but upon attaining ace sixty-two, 
he or she becomes entitied (or would upda 
proper application he entitled) to stich benc- 
fits, tho aggregate period of service upon 
which such annuity 43 based shall be redeter- 
mined, effective as of the first day of the 
month tn which he or sho attain such age, 
80 18 to exclude such service. 

Credit for Service.While on Military Leave 

Sec. 253. (nb .A participant who, during 
tho period of any war, or of any national 
emergency as procinimed by the President or 
declared by the Congress, has left or leaves 
his position to enter. the military sorvico 
shall not bo considered, for the purposes of 

« 
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tht, Act an separated from his Aneney pet 
Hott by Pett Oe sted imalibary service, unto 
Ne Chall apyty ter and receive a rotamd of 
ecoiriisations tier this Acts Meorided, That 
mich purtedpation shall nod be com ddered 03 
retvinitgs dis Aveney pesitfon beyond De- 
camber Ot, foaG, er the explration of tive 
yours of sueh omilittary service, whiehever 
is Inter, : 

(b) Conthostions shall net be required 
covering perods of leave of absence from the 
Apency pianted & participant while perforni~ 
ing aetive military or siaval service in| the 
Army, Navy, Air Force, Murine Corps, or 
Coast Guard of the Untted States. ; 

Fart G-—tfoncys 
Estimate of Appropriations Needed 

Fre. 261. The Director shall prepare the 
estiinnates of the annul appropriations ree 
quirat te be mede to the fund, and shat 
care ta be made actuarial valuations of the 
fund at intervals of five years, or oftener if 
deemed necessary by him, 

Investment of Moneys In the Fund 

Sre 262. The Director mav, with tho ap- 
Proval of the Secretary of the Treasury, Ine 
vest from time to thnue in interest-bearlig 
recuritics of the United sates auch porttans 
of the fund as tn tls Jisbanent may not ho 
Surniediately required for the paynient of 
annuitlea, auch bouefits, refunda, and altays 
anes, ANd the Income derived from such ine 
vestments ehalt constitate n part of such 
fund. \ 

Attachment. of Moneys 

Sre. 263, None of the moneys mentioned in 
this Act atall be arvrnabie either the law 
or equlty, or be subject to execution, levy, 
attachment, garnishment, or other Joyal 
proevss, : 
Part N—Relirc® participants recalled, reine 

Stated, or rrenpotnted in the Agcnet, or 

reemploved in the Gorerument 

Reealt 

Sree, 271. (AY The Dircetor ninv, with the 
consent of any retired particinant, recall such 
Participant to duty tn the Acency whenever 
he shall deternitne such recall is in the pubs 
Ue finterent. 

(>) Any such participant recalicd to duty 
in the Arcney tn accorcance with the prov= 
Visions at patagraph «ay of this section or 
reinstated or reappointed In accordance with 
tho provisions of section 23i(b) shalt, while 
60 ecrving, bo entitted in lie of his annuity 
to the full salary of the grade in which he ts 
serving, During such seevice, he shall make 
contributions to tho fund in accordance with 
tho provistons of section 211. When he ree 
verts to IMs retired status, his annuity shall 


be determined anow tn Accordance with the 


provisions of seciion 221. 
Reemployment P 
Seo, 272. Notwithstaliding any other pro- 
vislon of law, 0 participant retired under the 
provisions of this Act siiatl not, by reason of 
his retired status, be barrecdt from employ= 
ment in Federal Government service in any 
Appolntive position for which he fis qualified. 
An annultant so recmplosed shall serve at 
the will of the appointing officer, 
Reemploviment Compensation 


Seo, 279. (ad Notwithstanding any other 


. provision of hw. any annuitant who has ree 


tiret under this Act and whe is employed in 
the Federal Government service In any ap- 
potintive position either on an part-time or 
full-time basis shall be entitled to reecive his 
annuity payable under this Act, but there 
shail be deducted from his salary a sum 
equal to the annuity alocable to the period 
of actual employment. 

“(d) In the event of any overpayment under 
this section, such overpayment shall be re= 
covered by withholdini: the amount involved 


from tho salary payable to such Phage fs 


annuitant, or from any 
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cluding his annutly, poveble In accordance 
with tho provisions of tila Act. 


Part t--Voluntary contributions 


Sr. 201. (ny) Any pariteipant may, at his 
option and under such rerutationas os may 
be preveribed by the Director, depmlt addle 
Honal sums ino muittples of bo per centum of 
hls bese catary, but got ia excess of 10 per 
centins of such aatary, which amounts to- 
fether with interest at 3 per centum per 
wnum, compounded annually as of Decem- 
ber 31. And proportionately for the period 
served during the year of his retirement, In- 
cluding alt contributions monde during or 
for such perlod, shall, at the date of hia re- 
tirement nnd at his ciection, be— 

(1) returned to him In a lump sum: 

4 (2) usecdl to purchase an additional life 
Annuity; 

(3) used to purehase an additional life 
annulty for hiniwelf and to provide fora cash 
payment on hts death toa boenefictary whose 
name shall be notified In writing to the Di- 
rector by the participant; or 

GH) used to purchase an additional life 
annulty for hiniscl? and a fe animulty come 
meneing on his death payayble to an hene- 
Netary whose name shalt be notified In 
wriltng to the Director by the participant 
With a puarantecd return to the bencfictaury 
er hls leeat reprerentative of an amount 
equal ta the cash payment referred to In 
aubparaucrayph (3) ohove. 

(b) The benetits provided by subparagraphs 
(2), (3), or (4). 0f prrarraph fn) of this sece 
tion shall be actuarially equivalent In value 
to the payment provided for hy subparagraph 
(AV 01) of this section and shall be cateuinted 
Upon stich tables of mortality as may be 
from time to time prescribed for this purpose 
by the Director, 

(c) In care a participant aliati become sep. 
arated from the Arency for any reason ex. 
cept retirement on an annuity, the amount of 
any additional deposits with interest at 3 
per centum per anniun, compounded as Is 
provided in paragraph (a) of this section, 
made by him under the provisions of raid 
paracraph (a) shall be refunded In the mans 
ner provided tn aection 241 for the return of 
contributions and interest In the caso of 
Geath or separation from the Agency. 

(dy Any, benetits payable to a participant 
or to his banefictary in respect to the ndadl- 


“ttonal deposits provided under this section 


shall be In acdition to the benefits otherwise 
provided under this Act. 

Part J—Cost-of-liring adjustment of 

annuities 

See, 291. (a2) On the basts of determtnas 
tlons made by the Civil Service Commission 
purstont to section 18 of the Civil Service 
Retirement Act, as amended, pertaining to 
per centum change In the price index, the 
following adjustments shall be made: 

(1) Effective April 1, 1966, if the change in 
tha price Index from 1964 to 1068 shall have 
equated a rise of at least 3 per centum, each 
annuity payable from tho find which has a 
commencing date eariter than January 2, 
1965, shall be Increased by the per centum 
rise in the price index adjusted to the nearest 
one-tenth of tl per centum, 

(2) Etfective April 1 of any year other than 
1N66 after the price index change shall have 
equnied a rise of at least 3 per centum, cach 
annulty payable from the fund which has 
A commencing date enrlice than January 2 
of the preecding yenr shall be Increased by 
the per centum rise in the price tndex nde 
justed to the nearest one-tenth of 1 per 
centium, 

(b) Eligibility for an annulty increase un- 
der this section shall be governed by the cam- 
mencing date of each annulty payable from 
the funds as of the efcctivo date of an Ze 
crease, except as.follows: 


(1) Effective from the date of the frat in. 
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nbto from the fund to an annittant's aur 
vivor (other than a ehild entitled under cee 
tion 221(c}), which annulty cominenced tr 
day. after the anntutant’s death, shall be ir 
creased na provided In suuecetion (np et) ¢ 
(nj (2) if the commencing date af annult 
to the annuitant was earher than January 

of the yeor preceding tha fires Inereasn, 

(2) Effectlve fram fits commencing Gat 
an annulty payuble from the fund to an ar 
nultunt’s survivor (other than a child er 
titled under section 221fe)), which annult 
commences tha day After the annultant 
acath and after the effeciive date of the fir: 
Increase under this section, shall be tr 
creased by the tutal per centum Inerease th 
annultant was recelvine under this sectio 
at denth. . 

(3) For purposes of computing an annult 
which commences after the effective dat 
of tho first tnerense tunder thi section tn 
child under rection 22t(c), the itenss eco! 
6720, $1,800, and $2,160 appearing in sectlo 
221(c) shall be increased by the total pe 
eentum inerenre allowed and in force unde 
this acetion and, in care of mn deceased an 
nuitant, the items 40 por centim and 50 pe 
centuny appearing in section 221 (ec) ehall b 
{nerensed by the total per centum tnerear 
thowed and in force uncer this section to th 
annultuns at death. bitcctive from the dat 
of the first tnereuse under this -ection, th 
provisions of this paragraph shall apply a 
if euch tirst Increase were In effect with re 
spect to computation of nw ¢child’s annuit 
under rection 2ui(e) which commenced be 
tween Januiry 2 of the year preceding th 
first increase and tho effective date of th 
frst Increase, 

{c) No Increase In annulty provided by th! 
rection shall be computed on any additions 
annuity purchaced at retirement by volun 


tary contrbutions. 


(d) The monthly Installment of annul! 
after adjustment under this section shail b 
Nxed at the nearest dolar, 


Mr. STENNIS. Mr. President, th 
purpose of the proposed lerislation ts & 
provide an improved retirement sys 
tem for certain employees of the eenen 
Intellirence Acency, 

I ask unanimous consent that 7 mn: 
yield to the Senator from Massachusett 
(Mr. Savronstatzt], one of these whi 
worked on the bill, without losing m: 
right to the floor. 

The PRESIDING OFFICER. 
objection, it is so ordered. 

Mr, SALTONSTALL. Mr. President 
ns ranking minority member of the Com: 
mittee on Armed Services, I would liké 
to supplement the remarks of Senato. 
STENNIS on ILR, 8427, which is aimec 
at improving the retirement system fo: 
a certain segment of the employees o 
the Central Intelligence Agency. I woult 
like to emphasize the following Ponts or 

this bill. 


Withou 


zr 


The purpose of this bill {s to provid( 
an improved retirement system only fo: 
those Central Intelligenge Asency em: 
ployees who are actually involved In sup: 
porting or conducting our U.S, intelli: 
Genee operation abroad. .These peopl 
are involved in activities which are haz: 
ardous to their Ife and health, ‘As these 
people become older and move into thei: 
early fiftics it is not possible, because of 
the rigorous conditions of serviec, for 
all of them to serve the further perioc 
of time necessary for them to qualify 
for immediate retirement under the nor: 


This bilan effeet, docs three things, 
pret, IL permits these cmptoyecs to be 
* tired With an imimediste annuity bee 
isanins at ace 90 1f they have completed 
\y years service or, Withent reiard fo 
lee, if they have completed 25 years of 
! 
a 


| : 
| 


erviee, Second, it contains no finane: 
enaity for retirement as fs appheable 
> ei service retirement under ane 60. 
hhrd, it provides that these employees 
or each year ef ereditavle service will 
lave their retired pay based on a fat 2 
“orcent of thelr hichest $-year averace 
vlary as compared to the civil service 
Ssavisions whieh provide for a lesser ree 
! yoment multiplier for the first 10 years 
Vf service, 
m1 

The Senate version of this bill has been 
greatly tichtened as conmiared to the 
fouse version, One of the principal 
ommittee amendments is the limita- 
iow Which provides that not more than 
8 persons may relire under Chis act 
sehween now and June 4 1989 and not 
wore than 400 over the fotlorvine o-veur 
seriod. There are a number of other 
major amendments to this Dill all) of 
shich are sct forth in the committee re= 
yvort beginning on page 6. 

Iv 


This legislation was reported unani- 
mousiy by the Senate Committee on 
Avined Services. The bill is essential in 

rder to mect the retirement probiem 
rnused by the severe condittons of serv- 
‘ce for this small sroup of men who s0 
Noly serve their country throushout the 
lord. 

I join Senator Stensts in ureingy its 
ramediate adoption by the Senate. 

Mr. President, I believe the purpose 
af the bill is an eminently fair one and 
ia justitied for the comparatively small 


a _pauniber of employees for whom it pro- 


vides these benefits. 

Mr. AIKEN. 
Senator yield? 
| Mr. STENNIS. I yield. 


Mr. President, will the 


Mr. AIKEN, Does the retirement sys- 
em for CIA employees employed in fore 
cient countries apply to ations as well as 
ito citizens of the United States? 
| Mr. STENNIS. The bill contains two 
specific provisions on this point. First, 
it provides that the Director, in naming 
the employers to be covered under this 
system, shall desisnate only those des 
termined by him ta be jin support of 
Aseoney activities abroad, and. fy dutles 
liazardous to the Hfe and health of the 
employee. 

Mr. AUKEN. That means that the ree 
tircment could apply to aliens—forcign- 
ers? 

Mr. STENNIS. No; it will apply only 
to U.S, citizens. 

Mr. ATKEN. Only to U.S. citizens? 

Mr. STENNIS, ‘That js correct. The 
bill will cover only U.S, citizens. 

Mr. ATKEN. When those people go 
on retirement ani I correct in assuming 
lehot their names will be kept seerct while 
they are employed? ‘ 

Mr. STENNIS, No: there will be, no 
secret list of those people alter they are 
retired, 


Mr. AIKENApIsrp ved. For Release 
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Mr. RUSSELL. Mr, President, will 
the Senator yield? 

Mr. STENNIS, LTvleld. 

Mr. RUSSELL, This retirement sys- 
tem is Jarecly patterned on the retires 
ment system for forcign service persone 
nel. It $s not quite so Hberal as the 
retirement system for foreign service 
personnel abroad, We made some parts 
of it conform to the civil service retiree 
ment system rather than the system for 
foreign service employces abroad; but, 
generally speaking, it is patterned upon 
the retirement system for forcign service 
employees over.cas. 

(Mr. AIKEN. <A very sencrous system, 
With that explanation and that undcr- 
standing, I have no objection. 

Mr. STENNIS, I think that sume 
marizes the bill in large part. Gen- 
erally speaking, this special system for 
a limited number of CIA employees fs 
bascd upon the retirement system for 
Forecin Service employees abroad, cx- 
cept that it is not so broad and reneral, 
ut is mare United. 

Also, there is on limitatton on the num- 
her that ean be retired under this bill, 
Not more than 400 may be retired under 
this legislation during the pertod from 
the date of enactment to June 30, 1969. 
There js also o. limitation of 400 during 
the next 5-year period from June 1, 
1959, until June 30, 1974, 

Mr. AIKEN. In determining the 
amount of retirement benefits, I pre- 
siine that previous service in other 
acencics of the Government would be 
taken into consideration? 

Mr, STENNIS. Yes; that would be a 
part of the compensation. 

At the present time all employees of 
the Central Intellirence Anency are un- 


‘der the normal elvil service provisions for 


retirement purposes. The need for this 
bi}l arises from the fact that because of 
the conditions of service, not all of the 
CIA cmplovees who are supporting and 
conducting intelligence activitics abrond 
can anticipate the period of employment 
require for retirement under the pres- 
ent civil service provisions, For this ses- 
ment of CIA employecs this bill creates a 
special retirement system which will 
make it possible for these employees to 
retire at an earlicr age and with a less 
severe financial penalty than the present 
civil service system employces. It is ex- 
pected that not more than 30 percent of 


‘the Aseney employees would be covered 


under this new system, Not all of these, 
of course, would ever qualify for retired 
poy. , 

As we all know, the entire CYA opera- 
tion jis an Intelligence cffort. At this 
point, Mr. President, the question natu- 


rally arises as to how there can be a clear’ 


line of distinction bctween those em- 
ployees who would be covered under this 
bill and those who would remain under 
the civil service system. The bill con- 
tains two specific provisions on this point. 
First, it provides that the Director, tn 
naming the employees to be covered un- 
der this system, will designate only those 
determined by him to be In support of 
Agency activities abroad, and hazardoys 
to the Iife and health of the employce, & 


Cope 


‘ 
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because of security requirements, to he 
clearly distineuishiabte fram normal Gove 
ernment employment. &recond, there 13a 
specific Mmitation, ot in the Hource vere 
sion, which provides that excep’ for dise 
ability retirements, not more than 400 
employees will be retired under this legis 
Jation during the period from the date of 
enactment to June 30, 1969, Also, there 
sa Hmitation of 400 for the next S-year 
period between July 1, 1969, and June 30, 
1974. 
Jt should also be emphasized, Mr. Prest- 
_ dent, that the rules and regulations of the 
Director for establishing and maintains 
ins this system will become effective only 
after approval by the chatrmen and 
ranking minority members of the House 
and Senate Committees on Armed Scrv- 
ices, : 
PRCCEDENTS 
The precedents for this type of lexis- 
lation may be found in the provisions 
how applicable to certain personnel of 
the Federal Bureau of Investigation and 
other Federal investigative and eriminil 
detection activities, and the. separate 
statute now applicable to loretin Serve 
ice offteers. The premise underlyin? this 
bill, as well as the foresoing provisions, 
{s a need for encouraging, and in some 
cases directing retirement at ages earlier — 
than those contemplated by the normal 
civil service employee. 
HIGHLIGHTS 


Mr. President, before discussing the 
details of this legislation I would like to 
make two observations, First, cven 

- thouch this is a lengthy bill, many of the 
provisions are similar to those contained 
in the civil service retirement bill. A 
repetition of lannuase is necessary since 
the covered cmployces will be retiring 
under the separate legal system estab- 
ished by this bill. Second, the version 
now before the Senate is considerably 
more restrictive than the form in which 
the bill passed the House. For the most 
part, the House version was similar to the 
Foreign Service Retirement Act whose 
provisions are more liberal than the civil 
service system, The committce was of 
the opinion, however, that this special re- 
tirement problem of the CIA could be 
adequately met with a system. more sim- 
ilar to the civil service system than the 
House version proposes. The committee 
amendments for the most part are 
changes which conform the bill to the 
various provisions now contained In the 
Civil Service Retirement Act. 

My discussion will outline the manner 
in which the bill departs from the exist- 
ine civil service system for the special 
CIA employees who would be covered. 

RETIREMENT FUND 


Mr. President, the bill would create a 
retirement fund to be maintained by the 
Director. The employees would contrib- 
ute 6!3 percent of their basic salary. In 
nddition, the Director would make cstt- 
mates for annual appropriations for the 
fund. The past contributions of em-= 
ployees would be transferred in this fund, 
it fs also expected that past contributions 
by the Government would also be trans- 
ferred. Finally, in order to insure a 


0 SRP HGH AgNt system, the bil requires 


. 
e 
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AW velharial evaluation of the fund at 
iutervius of notimote than $ vears, 
PAMUCCTPANS TS 

Under the enferia nlready discursed, 
the Director would designate the persons 
known 45 participants who would be une 
der the special system. Each partict- 
pant's record would te reviewed at Jeast 
every 5 yeors in ord-r to determine if 
they should remain under this system. 
The bill docs contain a provision insert 
ed in g$he louse providing that after 13 
years af sorviec, if the Director adjudres 
n pers*n to be qualified for coveraze 
under this system. he may elect to re- 
main under this retirement program and 
not be subject to further review by the 
Director for retirement coverage pure 
poses, 

Mr. Prestdent, we now come to the 
question of just what does this bill pro- 
vide for the people who are designated 
as participants, 

First, the bill provides for an increase 
in what is now known as the retirement 
multiplier. It provides that those under 
this svstem willl have thew retired pay 
computed an the besls of 2 percent of 
thety avernge salary of the hichest 6 
consecutive sears. ‘his averare would 


Athen be multiplied by the mumber of 


creditable vears of service, not to execed 
35, With the result Chat the maximum 
amount of retired poy would be 70 per- 
cent of the hichost. 5-year average. 

As we know, under the normal civil 
service formula the first 5-year period is 
computed on the basis of 113 perecnt of 
the hichcest salary for 5 consecutive 


- Years, the next 5 years 194 percent, with 


the remaining service over 10 vents at 
2 percent. The dill would therefore ex- 


tend to these cmployees the 2-percent‘ 


formula for the first 10 years as come 
pared to the lesser civil service percent- 
ages for the first 10 years, 

RETIREMENT WIVIOUT PENALTY 


Mr. President, under the normal civil 
service, all retirements below age 60 in- 
cur a penalty; that is, a reduction in 
retired nay, cven ff one is otherwise cli- 
gible for retirement. The penalty is i 
percent in retired pay for cach year 
under age 60 to ase 55 and 2 pereent in 
retired pay for cach year below age 55. 
As an example, at age 50 the retired pay 
would be reduecd by 1% pereent. 

Mr, President. the bil docs not provide 
for any penalty in retired pay, and if the 
person fs otherwise clitible he will bo 
permitted to retire under the normal 2< 
percent formita, 

VOLUNTARY RETIAEMENT AT AGE 40 


- The bill would permit participants be- 
inning at age 50, upon application, with 
the consent of the Director, to retire 
voluntarily, 1£ they have complcted a 
total of 20 years of service, including at 
least 10 years with the CIA and a mini- 
mum of at least 5 years of qualifying 
service. Itis cxpeeted that normally all 


‘of the creditable service would be in the 


nature of qualifying service. In certain 
eases, however, participants may have 
compicted prior military service or serv= 
{cc in some other Government agency. 
With respect to service within the CIA, 
except for periods of rotation, must of 
the service wonkppreve ora eas 
ture; that ts, dutics hivolved in the con- 


. 
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duct and support of intelllyence activi- 
ttes abroad. : 
Asanexample, Mr. President, Ifa man 
was 55 rears of are and had completed 
25 years of servicc, he could voluntarily 
retire with 50 percent of his hirhest 
5-year averare. If he were under the 
civil service system he could voluntarily 
retire at ace 55 only if he had completed 
30 yenrs of service and even here at a 
5-perecent reduction in retired pay. As 
we all know, under the civil service sys- 
tem retirement below ane 55 is permitted 
only if the scparation is involuntary. 
MANDATORY RUTIREMENT AT AGE 60 AND ABOVE 


(The bill provides that the Director In 
hig disevetion may mandatorily retire 
participants who are nt least 80 years of 
aeze and have compicted the same service 
required for voluntary retirement. His 
retired pay would be based on the 2-pcre 
eent formula, 

MANDATURY RETIREMENT WITHt AT LEAST 28 

YCARS OF SEIVICH 
The bul further provides that the Dl- 
“rector may involuntarily retire partict- 
pants who have completed a total of 25 
yous of service without regard to ane, 
eprovided the person has completed at 
least LO years of service with the Accncy, 
of which at least & years are qualifying, 
There Is a similar 23-year involuntary 
provision under civil service, with the 
distinction, of course, that such retiree 
ments would incur a penalty. 
MANDATORY RETIREMENT DASED ON ACE 


The bill provides that participants in 
the cradc of GS-18 or above will he mane 
datorily retired‘upon reaching 65. Those 
below GS-18 would be mandatorily re- 
tired atage 60. The Director could in an 
cascs extend the participation service for 
a period not to excecd 5 years. This 
provision is of somewhat limited signifl- 
cance since there is no statutory tenure 
for CIA employecs. The Director can 
terminate the employment at any time, 

- DISADILITY SYSTEN 


The bill contains provisions for a dis- 
ability system comparable to that for 
civil service cmployees with the except- 
ion that the disability retirement pay 


would be based on the 2-percent form-. 


ula. 
OTHER FEATUNES 

Mr. President, the bill contains a num- 
her of other provisions, most of which are 
similar to those contained in the Civil 
Service Retirement Act. These relate, 
amonr other matters, to the question of 
deferred annuities, payments for widows 
and children, cost-of-living .increases, 
and provisions relating to the ndminis- 
tration of the rctirement system and 
fund. All of these matters are set forth 
in detail in the committce report and I 
shall not attempt to discuss them as a 
part of my statement, 

cos? 


Mr. President, with respect to the cost 
of this special system, {t is anticipated 
that over the next 4!5 years, through. 
June 30, 1969, the total expenditures 
from the retirement fund would be ap- 
proximately $4 million, On an annual 
basis this would averare about $900,000 
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terms of additional cost, that is, the cost 
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of retiring persons under this bill, as 
compared to the cont if they would be 
retived under the civil service provisions, 
there will be expended an estimated 
$600,000 over the next 44%2-yvear period, 
or about $132.000 on on annual basis, 
This $600,000 Aeure ts, of course, Included 
within the total expenditure of $4 mils 
lion, 
SUMMARY 

Mr. President, it is my personal view. 
that as a matter of neneral policy the 
Conrress should not enact Icrislation. 
which encourages the early retirement 
of our Government employees. Tyo often 
it appears that retirement becomes an 
end in itself, with the result that people 
are ofton retired at a time when they 
could contintc to render valuable service, 
The committee felt, however, that be- 
cause of the spccial circumstances in-. 
volved, this bill is fustiNed in order to 
meet the special problems and conditions 
of service with which a secrment of the 
CIA employees are confronted. 

IT regret that the security implications 
of this reneral subject do not permit a 
more extensive dizencsion of sarne of the 
fuct situations, Iam sure that all Memes 
hers of the Genate, however, appreelate 
the general sensitivity surrounding any 
discussion of this general subject. 

I misht observe that one particular 
part of the bill relating to the security 
aspects is the provision requiring that the 
rules and resulations for implementing 
the act be approved by the chairmen and 
ranking minority members of the House 
and Senate Committees on Armed Serve 
ices. It is planned that the criteria for 
qualifying under this retirement program 
will be somewhat detailed and strict. 
The sceurity implications do not permit 
disclosure of this aspect of the prozram, 
This provision, however, insurcs that the 
appropriate committee representatives 
will he fully aware of the opcration of 
this program. 

T urge the Senate to adopt this lerisla- 
tion as amcnded by the Committee on 
Armed Services. 

The PRESIDING OFFICER. The 
question is on agreeing to the committes 
amendment. 

The amendment was agreed to. ; 

The PRESIDING OFFICER. The 
question is on the ensrossment of the 
Cereus and the third reading of the 
y) . 

The amendment was ordered to be 
engrossed, and the bill to be read a third 
time, 

The bill (2... 8427) was read the third 
time and passed. ' : 

Mr. SALTONSTALL. Mr. President, J 
move that the Senate reconsider the vote 
by which the bill was passed. : , 

Mr.STENNIS. I move to lay that mo- 
tion on the table. : 

The motion to lay on the table was 
agreed to. ; : 


“fe 


OUTLAWING OF CERTAIN PRAC- 
TICES IN CONNECTION WITI 
PLACING OF MINOR CHILDREN 
FOR PERMANENT FREE CARE OR, 
FOR ADOPTION e. : 

ELD. Myr. President, I 

nate proceed to the cone 

sidcration of Calendar No, 1533, 8. 1541, 
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A REVIEW AND RECOMMENDATION 
: PERTAINING TO POST+~-RETIREMENT 

: EMPLOYMENT PROSPECTS FOR THE 
CLANDESTINE SERVICES CAREERIST 


‘LL. This paper is addressed to the question of carly 
retireneizt under the CIA Retirement System and the problem 
of participints finding second-careor employment between the 
ages of 50 ard 62. 


2, Tne Clandestine Services will provide the largest 
group of participating annuitants and the prospects of their 
finding satisfying employment will be the poorest of any 
single group iu the Agency. Several factors contribute to 
this situatior, as I see it, and, therefore, call for 
special consiceration by management, 


3. For the most part, CS retirees are hoping to make 
connections in the business world, a highly coupetitive 
domain and one in which they have had no recent experience 
in terms of what Business is seeking. Lot me illustrate ‘the 
4mport of this conjecture, for I share none of the optimism 
which would sugrest that our Retiree Placement Service should 
be able to sell the D careerist in what is essentially a 


buyer's market. 


4, YX would feel far more hopeful if more D carcerists 
were committed to leaving the Agency at age 50. Horeover, 
if the formula could be reduced to 45 - 20 ~ 19 - 5, I would 
feol safe in guaranteeing an annual exodus of parade propor~ 
tions, What I am saying, therefore, is that the longer a 
man waits to change careers the less attractive he becomes 
to any prospective new employer; and nost of ou early 
retirement oligibles are waiting all too long. 


5. On the’ whole, the D careerist can be thought of indeed 
as the type of individual the business world would be 
interested in; intelligent, personable, perceptive, floxible, 
extrovert, and, call it, sensibly aggressive. These are 
assets which register high on the scale of manpower markct- 
ability in the business world, but not when they are wrapped 
in 58-year old hides, 


6. Business and Industry are looking for specific 
cheracteristics and talents, and in younger bodies than we 
are now peddling. -They look primarily at what a man has 


been doing in specific business fields during the past ten 
years. By the competitive standards of meaningful business 
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experience, certain of our candidates in the 55= to G2-year 
old age brackets would have difficulty qualifying for part= 
time work as a shopping center Santa Claus, 


7. Of the 259,000 American executives who have entered 
the job market this year, 99 per cent were actively and 
favorably employed. Their motivation for making a move is 


a. Opportunity to broaden experience and 
responsibility; 


b. Market and other changes within their 
company; . 


ec. Mergers; and, 
d. Personal factors involving their families. 


8. The annual compensation for this group has ranged 
from $12,900’to $150,000. The average was $24,400; the 
median $22,009, Of these U. 8S. executives, 39 per cent have 
had recent experience at the general manarement level, with 
the titie of Chairman, President, Executive Vice President, 
Managing Director, or Division manager. Some 43 per cent, 
including some of the foregoing, are qualified sales and 
marketing, managers, Others were manufacturing executives, 
finance, engineering or research and development, and 


- pergonnel executives. The business fields break down to 


some 88 industry and product categories~-consumer packaged 
goods, industrial processed goods, industrial fabricated 
goods, electronics, etc. Hardly the province of the D 
careerist who has spent his last ten years ‘thinking hard 
about political and espionage details, At best, our D men 
might land somewhere down the scale of salesmen going, out for 
Merck, Monganto, or Singer Sewing Hachine. Such concerns 
also enploy foreign nationals, obviously, in sales capacities, 
backstopped by an American business manager. True, there 
could be some "protocol" assignments where our overseas= 
geasoned Linguists could £1it in as special assistants or 
contact specialists, but industry has not been Looking to us 
to supply managers. 


9, What this could suggest is that our careerists are 
competing for a median salary of $22,009, but against men 
who have successfully demonstrated on-the-job capabilities 
that would command this. compensation. The median would 
suggest, by and large, where the jobs are, You could say 
that our retirees would settle for the $12,000 jobs; but, 
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for their $12,900 slots, Business is seeking the young, 
lightly experienced MBA in Marketing with a $50,000 future, 
At the $15,900 levol, it.should come as no startling news 
that Business wants the same overseas animal we want; putting 
it in Buginess's own words: a vigorous, aggressive, takee 
charge, young generalist who can go abroad and make the sales. 
machinery hum. Why wouldn't Business be bidding furiously for 
the Business-motivated MBA with, say, 5-10 years of pro~ 
gressively broadening and responsible experience? 


10, 2 emphasize overseas and abroad advisedly, because 
our D careerists seem To insist upon a connection with an 
Anerican business firm with international outlets. XI think 
they do so wisely, albeit nostalgically. If they have any 
competitive edge, it.is that gained by having lived in over=- 
seas environments and feeling completely comfortable in the 
process, "Business" por se in its puroly domestic context 
offers an wnexciting prospect to most D mon. Further, the 
competition is much stiffer when it comes to finding extremely 
able younger men who are perfectly happy to raise their 
fanilics in the U. 8. A. 


132. If tho job is not oversens, the great majority of 
our retivees want it to be in Washington, which happens to 
be an over-saturated market for the retiree at large, thus. 
further narrowing the over-all job chances of our retirecs. 


12, What strikes me as naivete is the notion we can 

~ call upon our senior officials to place any nunber of D 
carecrists simply by telephoning a friendly corporation 
president and putting in a good word for one of our aging 
assets, Presidents of corporations push these offerings 
town to their vice presidents in charge of being nice to the 
President's friends who have 59-year old hot shots for sale, 
For one thing, the corporate ponsion plan structure won't 
accommodate the older. man, even in the case of Federal 
retirees who are quite willing to forego participation in 
the company's pension plan, Industry hears this proposition 
daily. Many pension systems are all-inclusive, all the 
employees or none, and if the new employee is too old to 
partake of, say, a mininum 10-year portion of the pension 
pie, he is too old to hire, period. You couldn't break 
through these barriers with a Supreme Court decision. It 
gust happens to be one.of the bureaucratic features of 
Business--and a pretty good device for turning aside aging 
applicants. 
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13. This is not true of all companies, and some of our 
candidates will be hired, but on merit, which suggests that 
more of them should be testing the posture of their narket= 
ability in the open market now instead of sitting back and 
waiting on RPS to find them a new home. Many D carecrists 
havo. told us they would leave anytime they can fet an outside 


job; but they are doing little or nothing by way of looking 


on their own. I an convinced that the majority of our D 
retirecs who do find new employment are going to be those =  ~- 
who paved the way for themselves by making meaningful connece 
tions in the course of their Agency careers. Cover security 
ig really neither here nor there when it cones down to 
err for cultivating American business contacts 
abroad, . 


14, The more it is realized how difficulty it is to 
cone by post-rctirenent employment, the more the Clandestine 
Services should concentrate, selectively, on putting 
carcerists under commercial cover early in their forties, 
preferably durable and continuing cover that concoivably 
could leavo the retiree in a bona fide commercial payroll 
position once he has electcd to leave the Agency's employ. 


15. This Agency can put to rest any notion that RPS can 
score wholesale gains in marketing aging retirees in 
commercial circles. Such placements amount to technical 
breakthroughs. And, by the same token, the Agency cannot 
change the facts of life by simply establishing its own out~ 


.gide “corporation to pave the way for these sane retirees~= 


ns has been recommended, No Agency proprictary is going to 
change the manpower placement market or the nake-up of the 
individual concerned, There are many so-called cxecutive 
search outlets that will take on the task at no or little 
cost to the marketable candidate, as EI shall point out. But 
the individual must compete on his own, by the timely 
surfacing of his resume in appropriate businoss circles-~< 
which will be the main thrust of tha recommendation I mean 
to make, 


16. What we have said thus far is that D carecrists 
have to be thought of as being disadvantaged due to age, 
jnexperience, and corporate pension plan barriers when it 
comes to competing for second-carcer opportunities in the 
business world; that they become immobilized as they reach 
retiroenont age by refusing to leave Washington unless it means 
an overseas assignment; that neither RPS techniques, senior 
officials on friendly terms with corporation presidents, nor 
an Agency placement proprietary can change the complexion of. 
the Business manpower market when it has established a high 
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preference for either younger men or men who are experienced . 
business executives; that D careerists in the eligible zone 
five lip service to retiring early, but that what they mean 

4s as Boot as an attractive offer-which they are doing 
nothing on thoir own to gencrate--falls into their lap (there 
are, however, younger D careerists, not yet 50, making 

serious noises about leaving when they reach this age); that 
the successful job sockers are going to be those who have 

made good business connections in the course of their Agency - 
careers, and, therefore, the Clandestine Services could 
consider providing more commercial cover connections for D 
eareerists in their early forties. 


17. This leaves us far short of any positive problen- 
solving approach, so, for what it is worth, I would make the 
following observations and concomitant recommendations, The 
first would be that the Clandestine Services send RPS more 
candidates for counseling far earlier in the gane, Except 
for a mere handful of D careerists who have becn tapped on 
the shoulders and told to see RPS in the past twenty months, . 
the D carecrists who do consult with RPS are doing so 
clandestinely, guardedly, and half-heartedly, There is such 
to suggest that 1968 is the real target retirement date for 
many because it will mcan a more respectable high-five salary 
factor in the calculation of their annuity, The majority 
leaving before 1968, therefore, will be those who aro being 
forced out at mandatory retirement ages, and, it follows, 
extremely unfavorable external placement ages, 


18. For the D careerists who have not establishad 
productive employment leads on their own initiative and who 
Jack the experience Businoss is buying, I think it narrows 
down largely to any overseas sales openings that may become 
available, 


19, dn my opinion, the best.devico for determining 
one’s chances for new employment in this area is the Sales 
Executive Club of New York City. 


20. If the D retiree fashions himself as having the 
attributes of an international, or domestic, salesman, he can 
file a resume with the Sales Executive Club at no charge. 
This is a clearing house to which many companies pay an 
annual fee for access to all resumes on file. Our man who 
says he would leave anytime he can make a connection within 
the next two years should put his resume up for grabs now, 
for freo, The man who is not yet eligible for retirement, 
for whatever reason, age, years of service, qualifying 
service, should not file until GO to 90 days before he is 


: : . of L 
Approved For Release roos/htah\ IDEN LAbosr0¢0200160001-0 
103. | 


25X1 Approved For Release 2003/02/27 : CIA-RDP90-00708R000200160001-0 


Next 1 Page(s) In Document Exempt 


Approved For Release 2003/02/27 : CIA-RDP90-00708R000200160001-0 


ab ign eleiniaeaairiaior te atime temas: ke 


sea Hi oes aes 


| Approved For bones GOMAD EN RbAds -00708R000200160001-0 


-~ § =~ 


may see relocation in a difforent light. The bidding cannot 
begin, however, until a resume is floated outside the Agency. 


25. For the prospective retiree who makes no suitable 
connection with Business, assuming this is his first choice, he 
should then consider our findings which sugrest that the only 
field that is wide open to our’ retirees, at-almost any age, is 
Education, provided the individual has a graduate degree and is 
willing to relocate if necessary. The other fields which offer 
reasonably good opportunities for the technically qualified 
retiree are Industrial Security, Finance, Real Estate, and 
Library Science. The older scientist, engineer, and technological 
apecialist is not as marketable as you might think. Beyond 
these borders, the picture gets pretty bleak, and it is beyond 
these borders, and into Business,:.that most D careerists prefer 
to project themselves’ in terms of furbishing their future. We 
need to do a bit of fact~facing, therefore, as it embraces the. 
personnel concerned, 


26, This analysis therefore recommends that in the out- 
placement of Clandestine Services and certain other retirees we 
use the commercial resources described as being available at 


little or no cost to the Agency~+-networks which provide a con# 


gidorably wider scope of second-career possibilities than we 
could ever hope to duplicate in-house, if indeod we should be 
trying to. 


27. Again, RPS cannot be counted on or expected to find 
second carcers for all aging aspirants. Any placement at theso. 
age levels is almost an accident of the system, Still, it is 
the psychological mind: set of many about to be retired employees 
that RPS was established for the purpose of insuring them a new 
livelihood, preferably in Washington or at the overseas base of 
their choice, [I think we would be far wiser to force them to 
the conclusion that if they can't help themselves find a new 
career with a minimum of Agency assistance, they are going to 
have to scale down their standard of Living to the size of their 
annuity. The size of some annuities might force a few careerists 
to think seriously of selling their secrets to the enemy, What 


the younger CIA Retirement System participant (age 45 ~ 48) 


should be encouragedto do instead is consult with RPS well in 
advance of a retirement target date, if any, so that he will 

have a better feel for what he could be doing in the meantime 
either to cushion the uate or retread Rensene for a different 
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